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I. INTRODUCTION 
A. Purpose of Study 
1. General Purpose 
The purpose of this study is to provide a method of identify-
ing and eliminating the unstable employee during the selection process. 
For the purpose of the study an "unstable employee" is a successful ap-
plicant for employment who due to conditions within the company, within 
the job, or within himself will terminate his employment with the company 
within two months of the hiring date. 
2. Selection 
The management of any industry could obtain a number of machines 
of a certain type with a reasonable assurance that they would be identical 
in construction, equal in efficiency, and capable of uniform output. To 
obtain the same number of people to operate these machines with satis-
factory and unifom competence is quite another matter. As any fore-
man can tell you, the uniform _output of the machine is seldom obtained 
due to the individual differences of the operators. People are not uni-
form in their output, identical in their construction, or equal in ef-
ficiency. A job may be done well by one, fairly well by another, but very 
poorly by the third. The job may completely satisfy one operator, be a 
boring task to another, and be completely beyond the capabilities of the 
third. Modern industry is becoming more aware of the importance of not 
only selecting a worker who can do the job, but one who is temperamental-
ly adapted to the job.* 
'\, P• 1 
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Modern selection methods began with the experiments of Taylor 
at the Bethlehem Steel Company Yards. Here of the hundreds of men hired 
as iron workers, only one out of every ten hired fitted the mental and 
physical qualifications necessary to perform the tasks assigned with a 
high degree of efficiency. Through the experiments of Taylor and others, 
the industrial world learned a valuable lesson in selection.** The les-
son that not every applicant can perfonn on any skilled or unskilled job 
with efficiency unless the applicant possesses both the mental and physi-
cal qualifications for the job. 
Selection includes the interviewing and choosing of an employee 
from the applicants the one best qualified to fit into the organization. 
In a more restrictive sense is the process by which potential employees, 
recruited from various sources, are examined and separated into two 
classes, those who are to be employed and those who are not to be ac-
cepted. Expressed in a negative sense, selection is the identification 
and elimination of the applicant with neither the capacity nor the tern-
* perment for the job. 
Recent social legislation and seniority clauses in union con-
tracts make selection more important than ever before. There was a time 
when an employee could be dismissed whenever the supervisor felt the 
company would be better off without the employee's services. Many em• 
ployees were tried out on a job for several months, then were dismissed 
as unsuited for that type of work. Many others quit because the job or 
company didn't suit theme 
** 2, P• 248 
*3, P• 182 
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Under modern social legislation and company-union seniority 
agreements, it is practically impossible for any company to continue to 
operate profitably in this manner. Unemployment premiums are paid by 
the employer in Massachusetts, and the amount he pays is proportional 
to the labor turnover of the company. Seniority clauses in union con-
tracts make it practically impossible to discharge an employee 'arter a 
specified time. 
At least two other factors make it imperative that the selec-
tion procedure be carefully reviewed. The cost of training an employee 
has increased considerably during the years since World War II. By 
taking every precaution to see that training is given only to those who 
are going to stay with the company, management will invariably make a 
sizable savings in production costs. Most employers today recognize 
that they have a social obligation to the community in which they are 
located. Labor is no longer a commodity to be used and discarded. 
Management recognizes that the employee who produces the product is also 
the customer who buys the product. A dissatisfied employee who quits 
his job breeds poor public relations because he influences potential 
customers and prospective employees of the company, and the company 
loses its standing in the community as a "good place to work"• 
A university trained man who was working in the personnel de-
partment of a large manufacturer on the West Coast noticed eight "close 
out" slips in one day, all from one department, all with the same reason, 
"failure to show progress". All had been hired two weeks earlier. The 
company was probably losing much more than two weeks1 pay for these eight 
men because someone had failed to make a proper selection and placement .* 
3. Tools of Selection 
The three most common tools of selection are the application 
blank, the interview, and in more recent years, aptitude, intelligence, 
and personality tests. 
The interview has been for many years and still is the most 
popular method of judging an applicant for employment. It is the sole 
method of selection by many small companies. When American industry was 
in its early development, the entrepreneur hired most of his employees 
himself. However, as the owner became more immersed in the problems of 
his company, he began to leave more and more of the hiring of employees 
to his foremen. These foremen hired workers from amongst his friends, 
relatives, and acquaintances pretty much on a trial and error basis. 
As the industry grew, the complexities of the · foreman•s job 
increased, and a man was needed to do nothing but the screening and 
· hiring of applicants for employment. This was the first employment 
manager. His office usually consisted of a bare desk and chair • The 
applicants would line up outside the window of the office, called the 
hiring window, where the employment manager would ask a few quick ques-
t i ons: "Name?", "Where did you work last?", "Why did you get through?"; 
appraise the applicant's physical attributes; and if satisfied, give out 
a brass check and tell him to report to his foreman. Many times a man 
would stand in line for hours only to be told "Nothin doin" when he 
* 2, P• 250 
10 
final:cy got to the hiring window. It was a dreary, sometimes cold-
blooded way to find a job.* 
Out of this haphazard_, unscientific, sometimes inhuman device 
has come our modern interviewing methods. In a well organized selection 
procedure, the interview still has a very important part. Even though 
it has been shown that often interviewers of equal competence tend to 
rate applicants differently; that the information gained by the inter-
viewer is often inaccurate; that the qualities that impress the inter-
viewer are not always the qualities needed for the job, the interview 
** 
continues to be probably the most important part of the selection process. 
However selection should not be based solely on the tendency 
of many people to believe that they can determine, unassisted, by personal 
judgement alone just which applicants have the necessary capabilities and 
adaptabilities to perform satisfactorily a particular job. It is impos-
sible to determine with a casual observation the full attributes of an 
*** applicant. 
In view of the fallacies of human judgement, the interview has 
been and needs to be supplemented with other devices for selection. 
The application of tests in the selection and placement of 
employees represents an attempt by management to escape from the un-
certainty of human judgement in the interview. Tests when properly 
*4, PP• 287--288 
**1, P• 24 
*** 3, P• 183 
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administered and interpreted constitute one of the most effective methods 
* of supplementing the employment interview. 
Tests will reveal a great deal of information quickly and ac-
curately about a person's ability and aptitude which would be very dif-
ficult to obtain by any other means. However there are certain charac-
teristics of the applicant which are extreme~ important to his success 
on the job which can not be entirely evaluated b,y any tests which have 
been developed up to this time. But as a part of the selection process, 
tests have proved worthy of the cost of installation in many situations.* 
Other than to provide a record in the personnel department, 
the application blank has been probab~ the least used as a selective 
device of all the parts of a selection progr~ The application form, as 
the name implies, is a device for obtaining information which will reveal 
certain facts concerning the applicant's past to determine if .the ap-
plicant will fit into the position that is open. From the application 
blank the interviewer can determine whether the applicant can meet the 
specifications of the company as stipulated in their employment policies. 
It is one of the most common tools of the selection process, second o~ 
to the interview. 
Although the design of the application form differs from com-
pany to company, the blank usuallY calls for the following general classes 
of information: 
* 1, P• 45 
1. Identifying information such as name, address, telephone, 
and social security numbers. 
2. Personal information such as marital status, number of 
dependents, age (where allowed), etc. 
3. Physical characteristics such as height, weight, in-
juries, etc. 
4. Education and trade training 
5. Experience (vocational) 
6. References, personal and business 
* 7. Miscellaneous such as hobbies, languages, etc. 
Since the application blank is one of the tools of selection~ 
one would assume that questions relating to the above classes of informa,... 
tion are asked to determine the potential value of the applicant to the 
company. Therefore it would be logical to assume that all the questions 
asked would have significant answers for the interviewer or the employment 
manager. However even a cursory examination of application forms selected 
at random from various companies suggests no such thing. It suggests in-
stead that little care has gone into the selecting of questions to be used 
on the application form. Many forms are extremely lengthy, and most em-
ployment directors will admit that little use is made of many of the ques-
tions that are on the blank. Often the method of designing an application 
form consists in a compilation of questions found on other blanks with 
the addition of any questions which may occur to the management of the 
** company designing the form. 
l3 
Many companies ask questions which ean prove very little; 
''What do you prefer to read, history, biography 1 fiction?" It is sup-
posed that a serious minded applicant would prefer reading which will 
increase his knowledge. However many of our top flight scientists pre-
fer to relax with a good detective story. Another silly question ap-
parently included by amateur ps.ychologists asks; 1~t motivated you 
in making this application and how long did you consider it?" A 
favorite question on many forms asks about the applicantts financial 
standing; 11How much do you owe?." This is suppose to relate to the 
stability of the applicant. However many foremen know of men who, deeply 
in debt when hired, became top notch employees and others with not a 
* debt who left the job within two weeks. 
The use of a lengthy form with a long list of questions many 
of which bear little relationship to the applicantrs potential succesa 
on the job is open to question on several counts. 
First, it discourages the applicant, especially one applying 
for a low skilled job, to be faced with a lengthy questionaire to be 
answered. Often he walks out rather than complete the form. I have seen 
many applicants give up before completing the relatively short form, Table 
I, used by our company. 
Secondly, applicants are not favorably impressed by questions 
about their personal business which often they feel has no relationship 
to the qualifications of the job and should be of little concern to the 
company. 
*4, P• 291 
TABLE I 
APPLICATION FOR EMPLOYMENT 
PERSONAL INFORMATION SOCIAL SECURITY 
DATE NUMBER 
; 
l> 
NAME SEX Ul 
FIRST MIDDLE -1 LAST 
PRESENT ADDRESS 
STREET CITY STATE 
PERMANENT ADDRESS 
STREET CITY STATE 
PHONE NO. OWN HOME RENT BOARD 
COLOR COLOR 
HEIGHT WEIGHT OF HAIR OF EYES 
MARRIED SINGLE WIDOWED DIVORCED SEPARATED 
~ 
DEPENDENTS OTHER CITIZEN YES 0 lJ Ul 
NUMBER OF CHILDREN THAN WIFE OR CHILDREN OF U . S . A. NO 0 -1 
IF RELATED TO ANYONE IN OUR EMPLOY, REFERRED 
STATE NAME AND DEPARTMENT BY 
EMPLOYMENT DESIRED 
DATE YOU SALARY 
POSITION CAN START DESIRED ;:: 
-0 
IF SO MAY WE INQUIRE 0 ; 
ARE YOU EMPLOYED NOW? OF YOUR PRESENT EMPLOYER ,., 
EVER APPLI ED TO THIS COMPANY BEFORE? WHERE WHEN 
YEARS DATE EDUCATION NAME AND LOCATION OF SCHOOL ATTENDED GRADUATED SUBJECTS STUDIED 
GRAMMAR SCHOOL 
HIGH SCHOOL 
COLLEGE 
TRADE, BUSINESS OR 
CORRESPONDENCE 
SCHOOL 
SUBJECTS OF SPECIAL STUDY OR RESEARCH WORK 
WHAT FOREIGN LANGUAGES DO YOU SPEAK FLUENTLY? 
U . S . M.ll..ITARY OR 
NAVAL SERVICE 
ACTIVITIES OTHER THAN RELIGIOUS 
(CIVIC . ATHLET IC , FRATERNAL, ETC .) 
RANK 
READ 
PRESENT MEMBERSHIP IN 
NATIONAL GUARD OR RESERVES 
(CONTINUED ON OTHER SIDE> 
'orm M660-26 Q) U. S. A. 
WRITE 
APPLICATIOfl FOR EMPLOTMI:RT 
-
t-
FORMER EMPLOYERS (LIST BELOW LAST FOUR EMPLOYERS, STARTING WITH LAST ONE FIRST.) 
DATE 
MONTH AND YEAR 
NAME AND ADDRESS OF EMPLOYER SALARY POSITION REASON FOR LEAVING 
FROM 
TO 
FROM 
TO 
FROM 
TO 
FROM 
TO 
- -- - ---
REFERENCES: GIVE BELOW THE NAMES OF THREE PERSONS NOT RELATED TO YOU, WHOM YOU HAVE KNOWN AT LEAST ONE YEAR. 
NAME 
1 
2 
3 
PHYSICAL RECORD: 
LIST ANY PHYS ICAL DEFECTS 
WERE YOU EVER INJURED? 
HAVE YOU ANY DEFECTS IN HEARING? 
IN CASE OF 
EMERGENCY NOTIFY 
NAME 
ADDRESS 
GIVE DETAILS 
- BUSINESS-- -.-- _ Y~RS 
ACQUAINTED 
IN VISION7 IN SPEII!:CH7 
AOORESS PHONE NO. 
I AUTHORIZE INVESTIGATION OF ALL STATEMENTS CONTAINED IN THIS APPLICATION. I UNDERSTAND THAT MISREPRESENTATION OR 
OMISSION OF FACTS CALLED FOR IS CAUSE FOR DISMISSAL, FURTHER, I UNDERSTAND AND AGREE THAT MY EMPLOYMENT IS FOR NO 
DEFINITE PERIOD AND MAY, REGARDLESS OF THE DATE OF PAYMENT OF MY WAGES AND SALARY, BE TERMINAT£D AT ANY TIME 
WITHOUT ANY PREVIOUS NOTICE, 
DATE SIGNATURE 
DO NOT WRITE BELOW THIS LiNE 
INTERVIEWED BY DATE 
REMARKS:------------------~--------------------------------------
NEATNE;SS 
PERSONALITY 
HIRED FOR DEPT. POSJTION 
APPROVED: I. 2. 
EMPLOYMENT MANACOER 
CHARACTER 
ABILITY 
WILL REPORT 
'!_EPT, HEAD 
3. 
SALARY 
WAGES 
GENERAL. MANAG,ER 
-.- ~ ' 
Thirdly, the interviewer has difficulty discriminating between 
the answers to unimportant questions and the significant data on a long 
application form and makes some evaluation of the information which has 
been supplied. 
11He does it pretty much on a hunch basis. He may be 
unduly concerned because the applicant dropped out 
of school after completing the tenth grade. This 
fact may loom large in the evaluation he makes of 
the individual whereas its true importance may be 
negligible in the job under consideration. The 
same goes for other items on the blank. The inter-
viewer does not have any rational way of adding 
the pluses and minuses • so he is forced to guess 
about the suitability of the applicant's back-
ground."* 
Frequently the long application form requires information ex-
tending far into the past. Usually the applicant cannot remember the 
details about the job held many years before, so he guesses and this 
guessing affects his efforts to conscientiously fill out the form. 
These objections suggest the advisability of using an applica-
tion form that asks only for the information which is pertinent to the 
qualifications necessary to fill the job. 
*J.6, P• 31 
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"Everyone knov1s that the application blank can not 
tell very much; but the modicum of information it 
yields - rightly weighted in conjunction with other 
data about a group of applicants may be decisive 
in selection. It is important alike to the appli-
cant and employer •"* 
To yield this information an application blank cannot be de-
signed by comparing it to the forms used by other companies; nor by ac-
cepting blindly the suggestions of amateur psychologists; nor b,y using 
the hunches of management. A satisfactory application can only be de-
signed by a simple but accurate statistical comparison of the later suc-
cess or failure on the job of employees who give different answers to the 
questions on the blank. This process requires time, but an application 
form is then developed which is significant to the later job success of 
the applicant. 
Studies similar to this have been undertaken by the Public 
Employment Services of Detroit which tended to show that the analysis of 
the personal factors found on the application blank were more valuable 
as predictive devices for certain types of positions than ani test results 
thus far attainable. Hence if these factors are given careful attention, 
it is quite possible that the application blank may be made to do an 
excellent job of preliminary selection. If properly constructed, its use 
* 23, P• 73 (Editor's Comment) 
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may reduce the number of interviews and time_ spent in such unnecessary.* 
4. Other Studies 
One of the earliest studies of the selection possibilities of 
the answers to questions on the application blank was made by Grace E. 
Manson and reported in the JOURNAL OF PERSONNEL RESEARCH in 1925. In her 
study of successful insurance salesmen and the answers they gave to ques-
tions on the application led to the design of an entirely new form with 
questions, other than for identification, pertinent only to the success 
of the individual on the job.* 
In her study Miss Manson found that the most successful sales-
man was usually between the ages of thirty and forty-five when hired, 
married with three or more children, and had had previous selling ex-
ta.l ** perience other than re 1 • 
Another study in the life insurance field was directed by A. 
L. Kurtz and has resulted in the Aptitude Index, a combination personal 
history chart and test which gives a more accurate prediction of the 
potential success of an applicant in the field of life insurance selling. 
This personal history chart, Table II, after a statistical study of lO,lll 
men employed as full time agents made over a period of three years, calls 
for no information except (1) that which is essential for identification, 
name, address, telephone number, etc; or that (2) possesses known predic-
tive value, the ten numbered i terns which were chosen.* * * 
*3, PP• 197 
~3, PP• 73-79 
~6, PP• 120 
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TABLE II 
LIFE INSURANCE SALEs· RESEARCH BUREAU 
PERSONAL HISTORY 
Name. _______________________________________ Date __________________ __ 
Address Phone ----------------------------------------~ ---------------
Date of Birth ________________ Age ______________ sex ________________ _ 
1. Number of full dependents (include wife unless employed) 
2. (A) Principal occupation in recent years ____________________ _ 
(B) Specific work done in it _________________________________ _ 
3. (A) Are you now employed? ______________________________ _ 
(B) If not , how long have you been unemployed? _____________ _ 
4. How l~ng have you worked for your present employer~? ______________ __ 
5. Name of all organizations of which you are now a member in good 
standing. 1•------~-------------------------------------------
2. _______________________ ~-----------------------------------
3. 
-------------------------------------------------------------
6. In which of these organizations have you held office during the last 
five years (office and organization)? 
1. What is your approximate net worth? ______________________________ _ 
e. What are your minimum current living expenses? _________________ _ 
9. How much insurance do you have on your own life? 
------------------
*6. 11 , PP• 9 
19 
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TABLE III 
Relation between Number of Organizations the Agent Belongs to at the 
Time of .his Employment and His subsequent Success as a Life Insurance 
Agent 
Number Number Percent of Average sales Percent sur-
of Or- of Agents Sur- of two-year vi ving for two 
ganiza- Agents viving Two survivors years times 
tiona Hired Years for two l.ears sales for the 
two-year period 
0 313 ll $112,000 $1,232,000 
1 1404 12 91,000 1,092,000 
2 651 16 91,000 1,456,000 
3 260 26 103,000 2,678,000 
4 152 24 166,000 3,984,000* 
TABLE IV 
Relation between Amount of Formal Education and Subsequent Success as a 
Life Insurance Agent 
Number Number Percent Average Sales Percent Sur-
Years of of Agents of two year vi ving for two 
Schooling Agents Surviving Survivors years times sales 
Completed · Hired Two Years for two years :for two-year period 
8 670 13 $129,000 $1,664,000 
9-ll 379 13 89,000 1,157,000 
12 J,122 ll 123,000 1,353,000 
13 372 13 104,000 1,352,000 
14 648 13 94,000 1,222,000 
15 270 14 143,000 2,002,000 
16 3,561 15 122,000 1,830,000 
17-22 108 16 135,000 2,160,000* 
*l, pp.41 
2l. 
Each item has certain possible answers and the grading of these 
answers is standardized so that it can be recorded quickly. The sum of 
the ten scores is adjusted to the age of the applicant by a simple formu-
la and transformed to grades, excellent, very good, good, fair, poor.* 
Notice one item which was included in the chart was the number 
of different clubs or lodges to which the applicant belongs. An item, com-
mon to most all application forms, which was not included was the years 
of formal schooling had by the applicant. Why?. A careful examination of 
Tables III and IV will explain the reason for including the former and not 
including the latter. Note in column three, Table III the per cent of 
agents who survive two years steadily increases as the number of organiza-
tions to which the applicant belongs increases. Contrast this with the 
same column in Table IV where there is no significant trend. Compare col-
umn five of the two tables and note again the strong trend in Table III 
and the lack of any trend in Table IV. This data shows fairly conclu-
sively that the number of organizations to which the applicant belongs is 
a great deal more related to job success than is his formal education.** 
An analysis such as this was made of all the i terns included on the original 
application forms to determine which items were to be included in the per-
sonal-history chart. 
A test of the rating plan in selection was made witn the records 
of 408 agents who were still under contract at the end of the first year. 
*6, PP• 120 
** 1, PP• 40-41 
Those who rated excellent produced one and one-half times as much as the 
average for the whole group, and three times as much as the average for 
those agents rated by the plan as poor. More over of the agents who 
rated excellent, twice as many as those who rated poor stayed a full 
year with the company. Overall the applicant who rated excellent was six-
teen times more likely to be successful than the applicant with a poor 
. * rat~ng. 
Although most of the earlier studies involved the success of 
life insurance agents, in recent years other companies have been ana-
lyzing the information obtained from their application blanks to dis-
cover the types of applicants who are most likely to be stable employees. 
One such company which conducts house to house selling found 
that marriage and age thirty-five to forty were the most predictive items 
I 
on their application blank.** 
A company employing eab drivers found the items which were 
most important to the success or failure of the applicant were age, 
nationality, marital status, number of children, number of dependents, 
*'* trade followed, and weight. 
A soap manufacturing and distributing company found the four 
items to be indicative of success to be: nine years of school, ability 
* to read blue prints, age twenty-five to thirty-nine, and age. 
An electrical company employing substation operators found the 
items of age, marital status, number of children, nationality, height, 
. 1 ** number of dependents, all to have predict~ve va ue. 
*6 , P• 120 
**6, PP• 121-122 
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A telephone company found success was indicated by good scholar-
ship in school, campus activities, and graduation at an early age.* 
A stuqy by R. s. Young reported in PERSONNEL found greater 
turnover amongst men under twenty years of age. Married men tended to 
be more stable as tne number of tneir dependents increased. Previous 
skill of the job predicted greater stability, but education without more 
study had little predictive value.* 
To develop an instrument which could be used readily to sup-
plement tne employment interview, a stuqy was made of the employees of 
an automobile manufacturer. The researchers gathered data from the per-
sonnel record of two hundred employees, one hundred who stayed on the job 
over six months and one hundred who stayed less than six months. On the 
basis of pilot studies and experience, the following factors were selected 
for investigation: age, residence, education, number of dependents, 
marital status, previous employment history. All the items but number of 
** dependents were found to be of value in selection. 
To check the accuracy of the study, the rating was applied 
to over three hundred past and present employees. If applied, the system 
would have rejected 53% of those who had been hired. Of this 53% only 28 
men or 18% had stayed witn the company over six months and 132 men or 82% 
had left within the six month period. These percentages were considered 
*** 
sufficiently significant to continue the studies. 
*6, PP• 121--122 
**17, PP• 75-79 
***18, PP• 234-236 
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In a study made at the South Gate Plant of the Rheem Manu-
facturing Company, an analysis was made by departmants to determine the 
predictive value of the various items on their application form. The 
foremen were asked which employees they considered successful and which 
they considered unsuccessful. An analysis was made of the answers 
to the questions on the application form and their relationship to the 
above criterion of success. After the investigation was complete, the 
researchers, using a simple statistical procedure, weighted the answers 
to the questions found to have predictive value as shown in the follow-
ing sample: 
Height 
Under 51 2" 
5'2" - 51911 
511011 ... 6• 
Over 61 
1 
0 
+2 
0 
al 
DeEartments 
2 3 4 
0 0 0 
+2 0 -2 
0 +1 -to!. 
-1 +2 +2 
5 6 
0 0 
+1 0 
+2 +1 
-1 +2* 
The important items were weighted from -4 to -4 and the un-
important from -1 to -2. In general they found the successful anployee 
was usually married, tended on the smaller size, with few previous jobs, 
all were over forty years of age when hired, and many had relatives with 
the company. The unsuccessful employees were all married, of no par-
ticular height, none had finished high school, none had had related job, 
all were somewhat younger in age, and none had any relatives with the 
* company. 
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Due to the significance of the cost of turnover at American 
Airlines, an extensive study was made of over two thousand people hired 
from May 1953 to July 1953 to determine if it was possible to identify the 
turnover prone applicant during the selection process. ~ the end of 
October 675 employees or 33% of those hired during the period May 1953 
to July 1953 had left the company; 27% had left within three months.* 
In analyzing the data collected during the study, significant 
differences were found between the stable and unstable groups in five 
respects, marital status, age, willingness to transfer, friend or relative 
already with the company, , and residence, Little or no significant dif-
ferences were found in veteran's status, number of dependents, number of 
* prior jobs, willingness to work shifts, or level of education. 
By the use of multiple correlations, the significant factors 
were weighted according to relative importance in predicting stability, 
and the following point scores were evolved. 
Married Males 3 Friend in Company 2 
Over 20 ;years 2 Home Ownership 1 
-
Willing to transfer 2 Total Possible * 10 
As a selection aid each application form can be quickly screened 
for the stability factors, and a total score computed. American Airlines 
found the higher this score, the higher the percentage of applicants who 
stayed with the company. Of those with zero points, only 28% stayed; of 
those with five points; 64% stayed; of those with 10 points, 87% stayed 
* 19, PP• 514-520 
* with the company beyond the October date. 
The score of four points was chosen as a dividing mark. All 
those applicants scoring under this mark would be automatically rejected 
during the selection process except in unusual cases. In review, al-
though only 20% of the sample was under the criterion of four points, over 
* 50% of that 20% were no longer with the company. 
The author of this study points out that their investigation 
indicated that there are differences in employee stability and techniques 
are available for detecting these differences.* 
Another stuqy along similar lines was reported in the July 1955 
issue of PERSONNEL. Although this study discusses satisfaction and dis-
satisfaction of the worker related to age and education, the investiga-
tion nevertheless is important and pertinent to the discussion of turnover 
since turnover is the result of job dissatisfaction. 
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This study, authorized by the Office, Chief of Ordnance, analyzed 
several thousand government workers to determine their job satisfaction 
as related to their age and education. It was found as shown in Tables 
V, VI, and VII that the younger worker with a higher education was more 
frequently dissatisfied in all three groups. However except for the 
group ,of laborers, the differential value of the educational level seems 
far greater than that of age. In the case of both the packers and the 
warehousemen, there seems to be little difference in the percent of dis-
satisfaction between those under forty educated at a high school or better 
level and those over forty with the same education. But there is a 
* 16, PP• 514-520 
TABLEV 
AGE, EDUCATION, AND JOB SATISFACTION 
OFFICE, CHIEF OF ORDNANCE 
Age and Education 
Under kO years of age 
High School and above 
Under 40 years of age 
Below high school 
Over 40 years of age 
High school and above 
Over 40 years of age 
Below high school 
Laborers 
% Satisfied 
8o.a 
92.6 
TABLE VI 
AGE, EDUCATION, AND JOB SATISFACTION 
OFFICE, CHIEF OF ORDNANCE 
Age and Education 
Under 40 years of age 
Hich school and above 
Under 40 years of age 
Below high school 
Over 40 years of age 
High school and above 
Over 40 years of age 
Below high school 
* 20, P• 42 
Warehousemen 
% Satisfied 
67.8% 
75.8 
90.6 
27 
% Dissatisfied 
46.6% 
.19.2 
% Dissatisfied 
TABLE VIT 
AGE, EDUCATION, AND JOB SATISFACTION 
OFFICE, CHIEF OF ORDNANCE 
Age and Education 
Under 40 years of age 
High school and above 
Under 40 years of age 
Below high school 
Over 40 years of age 
High school and above 
Over 40 years of age 
Below high school 
* 17, PP• 43 
Packers and Processers 
% Satisfied 
83.0 
91 • .5 
% Dissatisfied 
17.0 
a.s* 
signficant difference according to education in all groups irregardless 
of age. I point this out since it differs from the results of most of the 
other studies which show that educational level has little relationship 
to turnover. The author concludes in this study that although older and 
less well educated men seem to have less job dissatisfaction, the,y alone 
should not be hired. However when hiring younger better educated people, 
do not place them in positions which do not fill the needs of the person. 
What the applicant expects from the job should be investigated thoroughly 
* during selection. 
S. Specific Purpose 
From these studies it i .s apparant that a comparison of those 
answers to the questions on the application fo:nn for those who are still 
on the job and those who have separated may yield valuable information 
which can be used in the evaluation of applicants. If such an evaluation 
is used during the selection process, much costly- turnover could be avoided. 
The turnover prone applicant could be identified and weeded out before 
being hired. However these studies should not be interpreted as proving 
that the relative importance of the significance of their findings holds 
true in other types of work. It is possible that the importance of any 
items on the application form may be completely different in an analysis 
of another company. But if an evaluation is made of the items on the ap-
plication blank, and a coding of some sort, whether a weighted form or 
a history-chart, dev~loped; guessing, hunches, and the halo effect could 
* 20, PP• .38-43 
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be elimanated from the seleetion procedure. However this is an evaluation 
of the applicant 1 s personal background, not his intelligence, his per-
sonality, his job lmowledge, or other items vital to his vocational sue-
cess. It should not be used alone, but only as a supplement to the 
selection procedure. 
Therefore each of these evaluations has been and should be 
made at only one company, and the results of the evaluation are pertinent 
only to the same company. The specific purpose of this study then is an 
evaluation of the infonnation on the application blank of a medium size 
machine tool company in the Boston area to determine the value of such 
information in identifying and eliminating unstable applicants for entry 
' 
jobs in that organization. 
30 
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B. Why This Study.!!!!~ Undertaken 
1. Compagr Reputation 
We in our company felt that our turnover rate was too high. 
This company, which at the time of the study employed about five hundred 
people, has been strongly established in the community for maey years and 
has a reputation in the area as a "good place to work." The entry jobs at 
this time were mostly of a low skill, drill press operators, milling machine 
operators, routine inspectors, etc. The entry rate was "in line" with the 
area as determined by surveys of such organizations as the National Metal 
Trades Association and General Electric Corporation. The fringe benefits 
were and are the highest in the area, two weeks paid vacations after one 
year of employment, unusual in the machine tool industry; paid holidays; 
overtime; 75% of the cost of the group lite insurance and the hospital and 
surgical insurance paid by the company; pension plan fully paid by the 
company; and profit sharing and bonus. Step increases were provided for 
new employees after two months and six months of employment. Finally no 
worker was ever "pushed" on the job, and management took a personal in-
terest in every employee. 
In view of this reputation and the above benefits, why was the 
turnover rate 42.1% in 1951, 39.1% in 1952, and 31.5% in 1953? This 
represented a cost in management that could be corrected through proper 
analysis. 
2. Turnover 
Definition of Turnover 
The process of selecting the employee culminates in two decisions, 
first the comp~ accepts the applicant, secon~ the applicant accepts 
the company. If the selection procedure has been carefully planned and 
executed, there will be n0 need of a trial period to endanger the poise 
and efficiency of the worker. The company will have accepted him ·know-
ing that he will make a competent workman. However the decision of the 
worker is not so final. He has to find out for himself. The company may 
have a good reputation; some relative of his may have a perfect job in 
the shipping room, but he is going into the plant; the employment manager 
told him of all the benefits, but suppose he lands with a group and just 
doesn't fit. He'll quit. Then he represents a turnover casuality.* 
Stated in the simplest terms, labor turnover is nothing more 
than the shifting of a working force in and out of an organizatien.** 
The United States Department of Labor has defined labor turn-
over as nthe replacements in a working force made necessary by enq:>loyees 
*If* leaving the servicen. 
Measurement £! Turnover 
There are many methods for measuring turnover, but the two in 
most general use aret 
* 
Labor Turnover • Total Separation x 100 
Ave. Working Force 
1, PP• lll 
** 6, PP• 457 
***2, PP• 343 
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Labor Turnover • Total Replacements x 100 
Ave. Working Force 
During a period of expansion the two formulas give equal re-
sults since for each separation there must be a replacement. However 
during a contraction, the latter formula gives a clearer picture of the 
labor turnover since some of the separations occur through layoff and do 
not need replacing. 
Cost of Turnover 
When a compa.ey purchases a machine, the cost accountant sets 
up a depreciation schedule over the expected life of the machine. If it 
gives good service for the expected life, the companr receives a satis-
faction return on its investment. If, however, the machine becomes ob-
solete and must be scrapped long before the end of its useful life, same 
part of the investment must be written off as a loss. While companies do 
not amortize their investment in a new employee, the concepts are the 
same. If an employee stays on the job an extended time after reaching full 
productivity, the company can be satisfied with the return on its invest-
ment in his training and selection. However if the employee leaves before 
reaching or shortly after reaching full productivity, the company has lost 
much of its original investment in the man. .. Thus turnover from a strictly 
cost basis is serious.* 
* 19, PP• 514-515 
33 
Table VIII is a detailed estimate of the loss experienced 
by a boiler manufacturer each time a worker left the company's employ. 
However, since this study was made in 1930, the gross expense figure 
could easily be quadrupled to allow for increases in costs and additional 
expenses not known at this time. The nationwide program of unemployment 
compensation has greatly increased the cost of turnover in recent years. 
A New England manufacturer recently estimated that his turn-
over cost at over $300.00 per man. Automakers estimate that each "quit" 
cost them $100.00 in 1952. The price tag to the industr.y for that year 
amounted to about twenty-one million dollars. Labor turnover can be 
. * expens~ve. 
Not included in some of these figures are the hidden costs of 
turnover, the damage and waste of materials and equipment; the greater 
accident hazard and frequency; productive equipment not being fully 
utilized during the training period; loss in group efficiency While the 
regular workers adjust to the new employee; cost of overtime to group 
while hiring and training replacements. All are real costs but difficult 
to evaluate and measure. 
In pointing out such losses, the personnel man has the op-
portunity to show he is cost minded and not concerned alone with sentiment. 
However from a sentimental and public relations point of view, tne cost 
to the worker should not be forgotten. He has wasted his. time also work-
ing ~for a company, before either he or his employer are convinced of a 
mismatch. In the meantime he may have found a job more suitable to his 
interests and capabilities.* 
To repeat, turnover is expensive to the worker, to the com-
m'Wlity, and to the company both in goodwill and in dollars and cents. 
Ana.lysis 2f Turnover 
Three bricklayers working side by side were asked, ''What are 
you making?" 
Said Bricklayer #1, 11A buck seventy-five an hour." Number 2 
replied, "I'm building a wall."· But the third looked up proudly and said, 
"We • re building a great cathedral. 11 This is an old story of' where to ex-
pect turnover, but it's one that must be in our minds constantly in our 
. ** 
efforts to reduce labor turnover • 
In aey analysis of' turnover data the following questions should 
** be answered. 
35 
1. Wby. are employees voluntarily leaving the company? Are they finding 
better jobs elsewhere? Are they dissatisfied with working conditions, shifts, 
supervisors, or fellow employees? Are they leaving for unavoidable reasons, 
family reasons, etc.? Then why is best determined by an exit interview. 
2. What; kind of employee is leaving voluntarily? It is of less concern 
if the chief turnover occurs amongst the younger unskilled worker rather 
*8, PP• 3.35 
**21&.~ P• 78 
***9, PP• 100-102 
TABLE VIII 
ESTlMATE OF LOSS OCCURRED DUE TO 
SEPARATION OF EMPLOYEE 
A :OOILER MANUFACTURING COMPANY 
MAY 1930 
Loss in production between decision to quit 
and actual termination 
Loss in production between termination of old 
employee and starting of new worker 
Employment office salary cost - new employee 
Employment office salary cost - old employee 
Medical division cost - Physical 
Payroll division salary cost 
Shop office salary cost 
Supplies cost, stationary, photo, etc. 
Loss in production (Spoilage by new employee) 
Lo8C' in materials (Spoilage by new employee) 
Extra supervision, floor space, equipment, to 
bring new worker to standard 
Employment office - heat, light, rent 
Medical division .- higher accident frequency 
* 2, PP• 3.56 
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$10.00 
1.10 
s.oo 
.so 
10.00 
$.00 
1.00 
than amongst the older skilled employee. However no personnel director 
should be satisfied when any employee leaves the compa~zy". A good deal of 
smugness is expressed by personnel workers when the separations in their 
company is amongst "common labor". However instead of expressing satis-
faction, these directors should investigate the reasons for any termination; 
since even the turnover of the most unskilled represents a cost to the 
company in dollars and cents. 
The heart of the turnover problem is "common labor" or the new 
worker. After a worker becomes settled in his job, makes friends, feels 
at home, he is more likely to stick. The turnover curve declines sharplY 
as the length of service increases. The new employee is homesick, finds 
it hard to understand his foreman, doesn't like the work, etc.; so he 
quits!" 
A study made at R. c. A. Victor in Montreal during the year 1944 
showed that twenty per cent of the "Workers left within three months and 
** fifty per cent within one _year. 
The results of a study at American Airlines are shown in 
Table IX. 
*4, P• 503 
** 
22, P• 55-58 
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TABLE IX 
ANALYSIS OF TURNOVER 
American Airlines 
Length of Service % Total Turnover 
Less than one year 
0..3 Months 
1 - 2 Years 
2 - 3 Years 
47.6% 
(18.""') 
23.0% 
1.7%* 
Again the turnover that occurred during the first year of em-
ployment was practically fifty per cent. The rate of turnover for the 
** first three months was b.1 far the greatest. 
In another investigation, the conclusion was reached that em-
ployees with less than three months' service leave voluntarily, are laid 
off or discharged at least one hundred times as often as those employed 
*** from three to five years. 
From these studies it is obvious that the greatest efforts to 
reduce turnover must be aimed at the new employee. He is the heart of the 
turnover problem. 
3. Analysis !!_ Turnover of Company to ~ Studied 
The .first step in our analysis was· to determine the number 
*22, P• 55-58 
** 19, P• 515 
***15, P• 141 
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of employees who terminated by the number of months of employment they 
enjoyed when they separated. This was done for each of the years 1951, 
1952, 1953. A tabulation was made of these figures, Table X, and also 
the number who remained on the job over one year. So that we could 
more easilY make comparisons between the three different years, we 
found what percentage of those who quit within one year, quit with less 
than one month of employment, with less than two months employment, etc., 
up to within one year of employment. These figures are shown in Table X 
under the column "Percentage Tenn". In the same manner we determined the 
percentage of all people hired during the year. These figures are shown 
in Table X under the column "Percentage Total." An evaluation of the 
tabulations show some astounding facts. In all three years the pattern 
of terminations is approximately the same. As the number of months of 
employment increases, the number of tenninations decreases, very rapidlY 
for the first five months, then a steaqy decline until and beyond the 
twelth month. A graph showing the consistency of the finding over the 
three year period may be found on Chart I. 
Using the same method of tabulation, we investigated the data 
for all three years combined, Table XI. Again the overall pattern fol-
lows that of the individual years, as the number of months of employment 
increased, the number of terminations decreased, very rapidly the first 
five months, steadilY beyond that. 
Of the 518 men hired during the three years, 332 of 64% 
terminated within one year of hiring. Half of the 332 men who separated~ 
TABLE X 
SCHEDULE OF NUMBER OF »lPLOYEES WHO TERMINATE 
BY NUMBER OF MONTHS OF EMPLOYMENT 
-
1951 1952 1953 
Month Number Percentage Month Number Percentage Month Number Percentage 
Term Tenn Total ·Tem Tenn Total Tenn Term Total 
1 26 21% 12% 1 36 28% 20% 1 25 30% 20% 
2 30 56 45 26 2 28 64 so 36 2 20 45 55 35 
3 20 76 61 35 3 15 19 62 45 3 12 51 69 45 
4 9 85 68 39 4 16 95 75 54 4 1 64 78 so 
5 8 93 75 43 5 8 103 81 58 $ 5 69 84 54 
6 7100 81 46 6 6 109 86 62 6 4 73 69 56 
1 4104 85 49 1 611.5 91 65 7 5 78 95 61 
8 3 107 87 so 8 4 119 94 67 8 1 19 96 62 
9 1 108 88 51 9 3 122 96 69 9 2 81 99 64 
10 8 ll6 94 54 10 2 124 96 70 10 0 81 99 64 
ll 4120 98 56 ll 2 126 99 71 11 1 82 100 65 
12 3 123 100% 58 12 1 127 100 72 12 0 82 100% 65 
Total 123 123 58% Total.l27 127 72% Total 82 82 65% 
42% 1 year.SO so 28% 1 year 45 45 35% 1 year 91 91 
100% Total 177 177 100% Total 127 127 
100% g Total 214 214 
TABLE XI 
SCHEDULE OF NUMmR OF EMPLOYEES WHO TERMINATE 
BY NUMBER OF MONTHS OF EMPLOlMENT 
Compilation of years 
1951- 1952-1953 
Compilation 
Number Percentage 
Month Term Term Total 
1 87 26% 17% 
2 78 165 49 32 
3 47 212 63 41 
4 32 244 73 47 
5 21 265 79 51 
6 17 282 84 55 
1 15 297 89 57 
8 8 30.$ 91 59 
9 6 3ll 93 60 
10 10 321 96 62 
ll 7 328 98 63 
12 4 332 . 100% 64 
Total 332 332 64% 
1 Year 166 186 36% 
Total 518 518 1ocg 
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did so within two months of being hired or 32% of the men hired, terminated 
with less than two months seniority. Almost as many separated within two 
months as stayed over one year. 
These figures become more vivid if you look at Chart II. Notice 
the steep slope of the curve for the first two or three months. Within 
six months 85% of those who were to terminate during the first year, had 
already separated from the company. Six times as ma.ny employees separated 
during the first six months of employment as during the second six months. 
This evaluation conclusively proves that the greatest part of 
the turnover rate occurs with employees who have less than six months em-
ployment, especially with those who have less than two months of employment. 
It supports other investigations, a1.1 of which show that the greater amount 
of turnover occurs among the new workers. 
4. Summary 
Since it has been proved by a survey of the separations from 
the company and supported by other investigations that the greatest amount 
of turnover occurs during the first two months of employment and decreases 
rapidly until one year of employment after which little turnover occurs, 
an investigation of personal background factors found on most application 
forms to determine if there are any differences in these factors between 
those who leave in two months, unstable applicants, and those who remain 
a full year, stable applicants, might be of value. In the other studies 
described in the first part of this chapter, such an evaluation has yielded 
results which have materially reduced the turnover rate. Since our turnover 
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rate is also high amongst the new workers~ a similarly conducted study 
could, if the results were used properly~ substantially reduce our turn-
over rate. 
II. COMPANY RESPONSIBILITIES 
Stabilization of the working force is now regarded by intel-
ligent management everywhere as essential to the efficient operation of 
any type of organization. Those responsible for labor relations within 
companies are cognizant of the fact that effective methods of recruitment 
and selection of a labor force are of little value in the absence of ade-
quate ways of retaining those who have been selected and placed in the 
* organization. 
In any appraisal of the turnover within an organization, there 
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are certain responsibilities of the company that should be reviewed. These 
responsibilities are a matter of compa~ policy and have their greatest 
impact on the new employee. Any defects in these policies should be cor-
rected during any investigation of labor turnover. 
A. Realistic Hiring Rates 
During a period of full employment, some employees terminate 
because the "grass looks greener" elsewhere. If this situation is true, 
grass is greener elsewhere, then the compa~ has a job in catching up with 
industry in the area.** 
If the company wage structure is less than the 11going11 wage in 
the COJID'll.unity, only the unstable or marginal worker, the floater, will be 
* 2, P• 344 
** 24, P• 79 
attracted. Other applicants will take a job only as a temporary measure 
until something better is found, or, if a stranger to the area, until they 
learn that higher wages are being paid elsewhere. 
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However many times it is easy to say the company must catch up 
to the others, but there maybe reasons for this "below average" wage 
structure. Obviously a company may be paying the top wages they feel they 
can afford and still sell their product at a competitive price. However 
since they are attracting only the marginal or unstable worker, manage-
ment must realize a lower wage scale means lower production and higher 
turnover. Often raising the wage structure will create greater economies 
due to the smaller costs resulting from less turnover and higher production. 
There is an old saying that holds true even in buying labor, "You get what 
you pay for". Thus a general increase of wages could improve the public 
relations of the company, be an economy move, and actually increase profits 
in the long run. 
In a very few cases, a company may not realize that their wage 
scale is lower than the area. Any company, if their labor turnover rate 
is high, should investigate other rates in the area using some type of 
survey, either by an association, the state or Federal Department of Labor, 
or, if necessary, make their own survey. 
But usually in an organization, it is not the whole wage 
structure that is low; certain rates within the structure are lower than 
the average of the community. All jobs have two relationships, first 
within the company to each other, secondly outside the company to similar 
jobs in the area. To balance the two represents a great problem to 
management. Often certain jobs due to custom or tradition in the com-
pany, a change in job specifications, or labor surplus are being paid a 
rate lower than the market rate. To pay the market price for the job 
would often throw the company wage pattern out of line. 
If a rate is under the market because of custom or change in 
specifications, little difficulty should be experienced since a revalua-
tion of the job would eliminate the discrepancy. Labor supply and the 
demand of a particular job represents a gre~ter problem to management. 
Should a company pay above the evaluated rate or rate range as a tem-
porary expedient, should they fake an evaluation to give a higher job 
rate, or should they continue to pay the evaluated and unrealistic wage 
knowing the applicants they are attracting are not the best available. 
How the problem is solved is a matter of company policy. 
If, as a result of an inpartial survey, the management of an 
organization knows that their rates are "in line" with the area, and this 
is generally the case, then the management has a job os selling to do. 
There is a serious deficiency in the communications program. Let the em-
ployees know how their wages compare with others in the community. Point 
out the cost of fringe benefits. Compare costs and benefits with other 
companies in the area. Sell your employees on the company wage po~icies. 
B. Initial Contact 
The initial contact the applicant has with a compaey forms in 
* 24, P• 79 
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his mind a lasting impression of the organization. His estimate of the 
compa.ny as a 11good plaee to work11 may be strongly influenced by such a 
seemingly unimportant factor as the welcome and courtes,y of the recap-
tionist when greeting the applicant. 
One of the major gripes of persons seeking employment is the 
long waiting period before being interviewed. The promptness with which 
the applicant is interviewed is a most important factor when consider~ 
the initial contact. It shows consideration for the applicant and his 
time. 
Appropriateness should be the keynote of the general appearance 
of the employment office. Luxurious appointments are entirely out of place 
in the employment office of any manufacturing enterprise. However this 
does not mean the waiting room or the interviewer's office should be un-
attractive. The colors used should be pleasing to the eye; the offices 
should be clean, well ventilated, with adequate lighting facilities. A 
drinking fountain and other personal facilities should be located in or 
near the waiting room. Comfortable desks and chairs should be provided 
for the applicants.* 
A little care in locating the employment office and its sec-
tions will save a great deal of time for the employment staff and for the 
applicants. It will produce a favorable impression on persons seeking 
employment. The office should be readily accessible to applicants coming 
in from the street. Also it should be accessible to employees without 
* 10, P• 4.35 
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* going outside compa~ premises. 
Often glass partitions are desirable in the interviewing rooms 
so that people waiting to be interviewed can see progress being made.* 
This removes that frustrated feeling that I'm sure we've all had when 
waiting for an interview back of a blank door. 
The small added expense of making the employment offices at-
tractive, canfortable, and convenient will pay dividends far in excess of 
l 
the cost. If the applicant has been treated courteously and the waiting 
room has been designed with a thought of convenience to the applicant, 
the job of the interviewer will be easier since the applicant will be 
more relaxed and natural. 
c. Honest Recruiting 
Since the maintenance of labor stability is the major aim of 
the personnel manager, it must be considered even in the first phase of 
selection by keeping a balance between the number of people recruited and 
the needs of the organization. Management must know at all times how 
much and what kind of ability is needed. Only on such knowledge can 
recruitment needs be accurately estimated. 
However any promises made during recruitment should not over-
sell either the company or any job in the company. Improper information 
by a personnel interviewer often lures an applicant to accept a job in 
which he has no interest. Often an interviewer to sway an applicant who · 
* 6, PP• 62-63 
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is on the fence will paint a picture of marvelous opportunity or stress 
the fringe benefits. If this is done, the employee will inevitably become 
dissatisfied when experience shows them the difference between recruitment 
talk and employment facts. 
The failure to explain fully the nature of the work, the re-
quirements of the job, possibilities of promotion, tenure of the position, 
and, perhaps, the monoto~ of working conditions associated with the job, 
often results in quick turnover. Nothing so quickly destroys the reputa-
tion of a company as misrepresentation or over representation of jobs. 
The disadvantages as well as the advantages of any job should be fully 
explained before the applicant is hired. High pressure recruiting defeats 
the long run aim of the selection procedure. 
D. Indoctrination 
One of the most important tools to combat labor turnover is 
the proper introduction of the new employee to his job, to his· work group, 
and to his company. The first two weeks are critical times for the new 
employee. There is a strangeness about a new job that every employee ex-
periences. 
The most trying and difficult day of all is the first day on 
the new job. There is bound to be a certain amount of tension, appre-
hension, and emotional upheaval. Little things assume a disproportionate 
importance • The new worker worries over minor incidents; he feels every 
one is watching him. Many questions assail his mind, some very inconsequen-
- . 
tial which are answered automatically, others that are very important. Often 
the new employee wonders if he has made the wise choice. Perhaps he 
should never have changed jobs, or maybe that job down at the XYZ 
company is still open.* 
The more ambitious or conscientious the new employee is, the 
more likely he is to be nervous and apprehensive about the new job. The 
irresponsible unstable worker lets his employer worr,r. He has been 
through this first day many times, but the earnest, hardworking man may 
** worry himself ill. 
Behind this strangeness, this apprehension is a basic need; the 
need to belong. We all have this need. We all ~nder how a new group 
will accept us. Therefore the more quickly the new worker is assimilated 
into the work group, the sooner he "belongs", the less chance of his 
being a turnover casualty. 
It was found during World War II that those companies with a 
planned organized introduction program had the least turnover. Most 
turnover occurs during the critical first days on a new job and results 
* primarily because the worker feels he doesn't belong. 
Wnat steps are necessary then to give the new employee the 
feeling he belongs. Supervisors with the highest morale always follow 
a policy o£ introducing the new worker to all his £ellow workers. This, 
if done properly gives him the feeling. that the company recognizes him as 
*25, P• l37 
** 4, P• 342 
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an individual, as a name rather than a number. Secondly someone is as-
signed the job of answering his questions, usually the followup man from 
the personnel department. Those minor questions which every employee knows, 
but few bother to tell the new worker, handled this way, no longer breed 
dissatisfaction.* 
Companies have attacked the problem of introducing the new 
worker in various ways. Many companies have a handbook which is given 
to all new employees, explaining company policies and rules.** 
The Caterpillar Tractor Company follows a policy of a two day 
orientation period with lectures and tours of the plant. On the third 
day when he is introduced to his foreman, he knows the policies of the 
** company and no longer has that strange apprehensive feeling. 
The McCormack Company assigns each new man a sponser for three 
months to guide him, answer his questions, and generally be his friend. 
If this was not done, the worst suited old employee would "wise up" the 
** new man with all the bad habits. 
At the Dunmore Electric Company all new employees are taken on 
a guided tour of the plant to familiarize them with the company and its 
** products. 
However, no matter how the problem of indoctrination is at-
tacked, the most important thing is that the new employee feel that he 
belongs, that the work group accepts him and he accepts the work group. 
*25, PP• 137-138 
**4, PP• 342-343 
In all jobs a certain amount of training is necessary. Proper 
training involves four steps. 
1. Prepariitg the worker for the job. This entails an ex-
planation of the job and what is expected of a man on the 
job. 
2. Demonstration or showing by example. The supervisor ac-
tually performs the job that the worker will do. 
3. Application, the actual performance of the job by the 
worker guided by the supervisor. 
4. Testing or checking by the supervisor several times to 
see the new employee's progress.* 
How different the result of this training procedure and the one 
used by a supervisor in a plant in Boston. There the new employee was 
shown the machine he was to run; the supervisor ran one piece through quick-
ly with no explanation and left. The worker sat bewildered, tried a few 
experimentally and botched them completely. A couple hours later the super-
visor returned and noted the lack of production. He then called another 
worker over to show the new employee how it was done. The other worker 
ran a few through quickly and superiorly. Again the new employee was 
left alone. One day was sufficient for this new worker. 
Proper training is an extremely important part of the indoc-
trination of the new employee. 
* 25, PP• 137-138 
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To sum up, the whole induction program should be directed toward 
giving the new employee a sense of "belonging" to the organization. Much 
of the new worker's subsequent performance depends on good induction and 
training, and failure is measured in dissatisfaction, poor work, and labor 
* turnover. 
E. Nature of Supervision 
Everyone knows that a man may work contentedly for one boss 
and complain bitterly when assigned to work for another. Probably 
nothing exerts such an unfavorable effect on the employee's morale as 
the blustering bully type of boss. In the past management has too often 
selected a new supervisor from the working group primarily on the basis 
of his production or good work. -~e realize now that the ability to pro-
duce has no relationship to the ability to supervise other men on the 
job.** Although the technical ability and job know-how of the supervi-
sor are extremely important, many companies place leadership qualities and 
personality as the number one qualification.*** 
In any type of business the new employee looks to the super-
visor at the work level for direction. It is natural that the new em-
ployee pays more attention to that part of the introduction procedure hand-
led by the supervisor than that given by any other person. 'When inducting 
**1, PP• 473-474 
*** 24, PP• 78 .. 79 
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a new employee the qualities of leadership necessary in a supervisor be-
come even more important. The same courtesy that has been shown the new 
worker by the personnel department should be continued in the department 
to Which he is assigned. Few supervisors are discourteous. However the 
work level supervisor is working under constant pressure, and it is a great 
* temptation .to unconciously greet the newcomer hastily. 
It would probably surprise the foreman himself as well as other 
supervisors to learn that in the case of a certain new employee going to 
work on a conveyor or assembly operation, the only two words spoken by 
the foreman in his presence during the first three days on the job were 
the cryptic instructions to another worker, "Show him. 11 Forced to ap-
proach the same foreman at the end of three days, the new worker did so 
with misgivings. This is a problem which can only be solved by the sue-
* cess of the personnel manager's relations with the line supervisors. 
"During the war effort a large manufacturer 
of war materials increased his work force more than 1,000 
per cent. An entire new unit was started. The personnel 
director worked very hard with the supervisors to get them 
to introduce their workers to their jobs properly. Dur-
ing a staff meeting one of the division superintendents 
complained about the time it took to get a new inspector 
on the job even after he had been sent to the office of 
the chief inspector. As a side remark he said, 11They 
*6, p~ 288 
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waste at least two full hours with that irltroduction nonsense." 
The factory manager immediately picked up the remark and told 
the chief inspector to cut down on his introduction time. 
The director then called the factory manager's attention to 
the fact that the labor turnover of the division superin-
tendent who had made the complaint was twice that of the 
chief inspector. The final result was that the division 
superintended was urged to follow the example of the in-
spection department rather than to change the procedure of 
that department."* 
This example serves to point up that a foreman can onlY meet 
his responsibility of handling personnel problems and assisting in the 
adjustment of his subordinates if rnanagement gives him support and co-
operation. He must have authority as well as responsibility. Although 
the tact and' judgement of the supervisor are most important when dealing 
with his workers, the task is easier with proper assistance and recog-
nition by management. 
F. Placement 
An individual is best adapted and is usually most satisfied 
when he finds an outlet for whatever capacity and interests he may pos-
sess. If his job calls for abilities that he does not have or cannot 
develop, he continually experiences the despair of failure. If, on the 
*6, P• 289 
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other hand, his job calls for only a fractional part of his capacity, he 
is likely to develop same other method of expressing this unused ability. 
Usually the release of this excess ability or energy is in a direction that 
not only fails to benefit either the employee or employer, but, on the 
contrary, is actually detrimental to the interests of one or both. Sound 
placement is as important as careful selection.* 
For instance in placing routine workers, especially for 
repetitive factory jobs, the most intelligent applicant is not always 
the most acceptable. A study of employees making good on a job shows that 
people with a specific level of intelligenc~, not always the highest, are 
the most successfu. On that same job an employee with less or more in-
telligence is subject to strain or boredom. Furthermore, since he is to 
work in a group, all of which haye the same general level of intelli-
gence, he will be more easily assimilated if his intelligence is of about 
the same level. If he gives evidence of superior intelligence, fellow 
. ** 
employees are apt to deride him as a "quiz kid11 or other derisive name. 
In another study it was found that labor turnover could be 
reduced by a careful placement of employees in jobs commensurate with 
their capacity. Low ability employees showed only half the turnover on 
certain simple jobs as did high ability employees assigned to the same 
jobs. On jobs more difficult by nature the exact opposite was true, low 
*1, p 2 
• 
** 9, P• 132 
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ability employees showed a far greater turnover.* 
Graph 3-1 illustrates a p~rfect balance where the worker has 
the exact capacity for the job; the work affords the opportunity for 
exercising this ability; and the workers interests are satisfied by his 
duties. Such a perfect adjustment is seldom achieved in industry, but 
a lack of balance creates one of the major causes of turnover. 
There are three ways in which a worker-in-his-work unit may 
lack balance. 
First and most common is the lack of necessary ability. Graph 
3-2 illustrates how lack of capacity throws the triangle out of balance. 
Two weeks after a group of supervisors had begun their training period, 
they were given intelligency and mechanical-ability tests. One of the men 
scored exceedingly low on the general intelligence test and near the bot-
tom . on the mechanical-ability test. His instructor reported he seemed to 
be trying very hard, but he wasn't progressing very rapdily. A few days 
later he walded into the instructor's office saying, "I have hardly under-
stood anything I have been told these past three weeks. In spite of the 
** opportunity and the interest, the man just lacked the capacity .• 
A second illustration of lack of balance is the case of an 
experienced inspector who was hired with the promise he would be given a 
chance of supervision in the near future • During the interim the manager 
*1, PP• 2-.3 
** 6, PP• 12-1.3 . 
59 
GRAPH-] 
'vJ0R.k £R-Lv-H,s-\JeRK 
Bit MI!!CE b67UJW C?#'..?e;r~ 
f!) ?~oR 7V» t-rfl AAJJ> I !.ITEe&.s v 
8-1 
UN B lt..t. -"Title!£ ])tiE. 'TO 
L /TC 1< (J r {}p.poRT vAl' rt! 
3-3 
UNt3ftL,q.-vc..e- V ve -ro 
fiBs~AIC.c or P~"'StTE {!;;.P,<:fc_rr<s 
3 -Z 
U#J3t'Tt. /91VC E JJve To 
f/Sse~t~f!E OF /Nr€~ES/ 
60 
forgot and pranoted another less qualified employee. The inspector quit 
when he discovered that there was no opportunity for him. Graph 3-3 il-
. * lustrates the situation where opportunity is lacking. 
Lack of interest on the part of an employee is illustrated 
by the Detroit regional sales manager of a nationally known firm. He 
was offered the Chicao office, which was the largest assignment in the 
company. He turned it down . and suggested that his assistant be given the 
job. Today the assistant is the president of the company, and the De-
troit man is still on the same job. He simply did not care for the larger 
opportunity. Graph 3-4 illustrates the situation where interest is lack-
ing. A man who lacks an interest equal to his ability and opportunity 
seldom becomes a problem except when management has counted on him for 
** a promotion and he declines it. 
Industry has long recognized that there are differences in the 
amount of skill possessed by a tradesman. Personnel managers attempt to 
determine in advance what degree of skill the applicant possesses, but 
often employers make no attempt to discover the capacity or interest the 
applicant has for a particular job. The ability to perfonn, and interest 
in perfonning, and an opportunity to perform are basic to a successful 
perfonnance on -the job. Perfection is seldom achieved but it should be 
the a:l:m of every personnel department to balance these elements. 
*6, · PP• 12-13 
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lli. ANALYSIS OF PERSONAL FACTORS 
A. Determination of Factors 
.;;....;;....;;..;.,;===..;..,;;----
Tne purpose of this study is to evaluate the answers to the 
questions on the application to discover the relationship, if any, be-
tween these answers and the applicant's stability. On most applications 
there are many questions which could be investigated. The applicant's 
age, height, weight, nationality, marital status, number of children, 
level of education, type of education, previous types of jobs, previous 
average rate of pay, home ownership are only a few of the items which 
could be surveyed. These are personal factors common to all employees. 
Which factors to evaluate was the first problem? The solution 
is usually a compromise between what a company would like to investigate 
and the records available. After an analysis of the factors investigated 
in other studies* and the records we had available, the following factors 
were investigated, age marital status, number of dependent children, level 
of education, previous type of job, previous average rate of pay, dis-
tance from home to shop, and source of supply. Several factors such as 
height, weight, home ownership, which were evaluated in other studies we 
failed to include because our applications did not contain the necessary 
information. 
B. Method of Evaluation 
'We lmew which factors we wanted to and could investigate. 'We 
*This study PP• 14-26 
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lmew that 36% of all employees hired during the years 1951, 1952, 1953 
could be considered stable and 32% of all employees hired during the 
years 1951, 1952, 1953 could be considered unstable. We wanted to be 
able to compare stable and unstable employees in each factor. 
To compare the stable and unstable employees in each factor, 
we established the following very simple formula, actually a ratio: 
A/B • X 
Where A - Number of Unstable Employees 
B - Number of Stable Employees 
X - Ratio 
The lower the ratio, the greater the stability of the group. 
If only the number of stable or unstable employees were used 
for comparison, the conclusions would be inaccurate due to the difference 
in the total number of employees in each group. This is illustrated 
vividly by COI!lparing the age groups .20-24 and 40-44, Table XII. Thus a 
comparison of ratios gives the most accurate picture of the relative 
stability of groups within a factor irregardless of number. 
To facilitate the evaluation of the factors, all men were 
listed who were hired in the years 1951, 1952, 1953. First we listed 
men hired in 1951 who terminated within two months. Beside each employee's 
name w-ms listed his age, marital status, number of children, previous job 
type, previous average salar.y, distance from home to shop, level of educa-
tion, source of supply. The same listing was made of all those hired in 
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TABLE XII 
SCHEDULE OF TURNOVER OF ~LOYEES BY AGE 
1951 - 1952 - 1953 
1951 1952 1953 
Age Here Term 2 Ratio Age Here Term 2 Ratio Age Here Term 2 Ratio 
by 1 Year Months by 1 Year Months by 1 Year Months 
Groups Groups Groups 
15-19 10 6 .60 1.5-19 2 3 1.50 1.5-19 g_ 1 .20 
20.24 13 16 1.19 20.24 9 23 2.56 20..24 12 18 1.50 
25-29 l3 10 .77 25-29 6 1.5 2.50 25-29 6 8 1.33 
30.34 10 9 .90 30..34 3 12 4.00 30-34 6 3 .50 
35-39 16 7 .44 35-39 5 5 1.00 35-39 1 5 5.oo 
40-44 6 2 .33 40-44 7 2 .29 40-44 3 4 1.33 
45-4? 9 1 .11 45-49 3 2 .67 44-49 5 2 .40 
50-54 4 1 .25 5o-54 7 2 .29 5o-54 2 1 .5o 
55-59 5 3 .60 55-59 7 0 .oo 55-59 3 1 .33 
6o-61.J. 2 1 .5o 6o-64 1 0 .oo 6o-64 2 2 1.00 
65-69 2 0 .oo 65-69 
-
-
-
65-69 
- - -
70.74 1 0 .oo 70.74 
-
- -
70-74 
- -
0\ 
.&::" 
1951 who remained over one year. In a similar manner, we constructed 
lists for the years 1952 and 1953. 
C. Evaluation of the Factor Age 
1. Method .2.!: Eyaluation 
To evaluate the factor age, the employees were divided into 
convenient age groups, 15-19, 20-24, 25-29, 30-34, etc. From the lists 
of employees previously constructed, we computed the number of stable and 
unstable men in each group. Using the simple formula previously des-
cribed, we computed the ratio for each age group, Table XII. Since the 
greater the number, the greater the accuracy, we combined the three years 
and computed new ratios for the compilation, Table XIII. 
2. Explanation 2£ Tables ~ Charts 
Examining Table XIII the ratios for the age groups 20-34 re-
flect the instability of employees in this age bracket. The ratio in 
each case is over one. '!his means that for every one hundred employees 
who remain a full year, over one hundred leave within two months. To 
be more specific, of the men hired betr1een the ages of 20 and 24, for 
every one hundred that remained over one year, one hundred sixty-eight 
would quit within two months. However the ratio for the age group 45-49 
is .29. This means for every one hundred employees who stay over one 
year, only twenty-nine will quit within the two mont.h period. 
Remembering t.hat turnover is economically unsound, this is a 
striking example of the soundness of hiring the older worker. Remember 
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TABLE XIII 
SCHEDULE OF TURNOVER OF m1PLOYEES BY AGE 
Compilation of Years 
1951 - 1952 - 1953 
Age Here Term 2 Ratio 
by 1 Year Months 
Groups 
15-19 17 10 .59 
20-24 34 57 1.68 
25-29 25 3J, 1.32 
30-34 19 24 1.26 
35-39 22 17 .n 
4o-!ah 16 8 .5o 
45-49 17 5 .29 
5o-54 13 4 .31 
55-59 15 4 .27 
60-64 5 3 .6o 
65-69 2 0 .oo 
70-74 1 0 .oo 
also that this group of men still have a minimum of fifteen years of work 
left. Therefore from this study we may conclude that it is economically 
unsound to discriminate against the man over forty years of age all else 
being equal. 
Chart IV indicates vividly the instability of the younger 
workers. The dotted line opposite the figure one indicates the point 
at which the number of stable and unstable employees are equal. Those 
age groups with points below this line have a greater number of stable 
employees. All point above this line indicate a greater number of em-
ployees leaving within two months, more unstable employees. 
Chart 4-2 shows again the instability of the younger worker. 
The curve of the unstable employees is highly peaked at age 2o-24 and 
descends quite rapi~ thereafter. However the curve of the stable 
employees although highest at the same age group, remains fairly flat 
over a long age range. It is only during the years of twenty to thirty-
four that the number of unstable workers exceeds the number of stable 
workers. 
3. Conclusions ~ Comparisons 
In almost every study made of age and its effect on turnover, 
it has been found that the younger worker is more turnover prone. This 
substantiates our conclusions. 
If part of the unstable labor supply is due to trial-and-error 
job seeking, one would expect younger men to show a substantially higher 
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turnover. In a study of common labor, it was found that for workers 
between the ages of seventeen and twenty-three, the average working 
period was seven weeks. However for thosewhose ages were between thirty 
and thirty-five the average length of service was approximately twenty 
weeks. The length of service for those whose ages were forty-five to fif-
. * ty-two averaged about thirty-three weeks. 
Although desire to find employment which is satisfactory 
plays a part in this turnover, other factors must be considered. Youth 
is more reckless, has less responsibility, and can express his dissatis-
faction with a job by quitting.* 
It is dif'ficult for the older worker to find a new job; usually 
he is more concerned with security and stability. More factory workers 
. * 
reach a plateau by the time they are forty and are unlikely to advance. 
In a study authorized by the Office, Chief of Ordnance, Tables 
v, VI, VII, men over forty years of age were more satisfied than those 
** under forty in every case but one. 
In another study made at the South Gate plant of the Rheem 
Manufacturing Company, it was found that all successful employees were 
over forty years of age. All unsuccessful workers were somewhat younger 
in age. 
* 12, P• 388 
**20, PP• 42-43 
~& 
21, P• 257 
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It bas been found in other studies that the worker under 
twenty years of age is the most turnover prone, up to thirteen times 
* the normal frequency. 
However our study did not substantiate these findings. We 
£ound that those workers under twenty years of age were substantially 
more stable than their elder brothers. We found this to be consistent 
for each year studied and for the compilation of the three years. ~? 
Two factors may explain this oddity. First since management 
sub-conscienciouly opposed the employing of persons under twenty because 
(1) of the Selective Service laws and (2) a young boy 11wouldn't last long", 
the applicants hired who were under twenty years of age were very care-
fully screened. Secondly many of these younger employees were relatives 
of older employees and had never worked elsewhere. Thus they easilY ab-
sorbed a sense of belonging. 
In general our conclusions correlated well with those of other 
studies. There is a definite relationship between age and labor turnover. 
The older the applicant the greater the chance he will be a more stable 
employee. 
* 19, P• 256; 13, P• 86; 17, P• 76 
D. Evaluation .2£ the Factor Marital Status 
1. Method of Evaluation 
To evaluate the factor marital status, we again divided the 
employees into the convenient age groups we used when evaluating the 
factor, age. From list of employees previously constructed, we computed 
the number of stable and unstable men in each age group under two head-
ings, married and single. We listed all the married stable and unstable 
employees and using the formula A/B • X, computed the ratio for each age 
group. In a similar manner we computed ratios for the single employees. 
We computed ratios for each age group for the years 1951, 1952, and 1953, 
Tables XIV, XV, XVI. Again we compiled the results for the three years 
and computed new ratios, Table XVII. 
Table XVIII was compiled so that the stability of a:rry age 
group may be quickly determined. Using the ratios found in Table XVII, 
we computed Table XVIII by dividing the ratio for each age group who 
were married by the ratio for the same age group who were single. A 
figure one in the right hand column indicates no difference in the prob-
able stability of married or single employees for this age group. Any 
figure lower than one signifies that married men in that age group tend 
to be more stable than single. Any figure above one signifies that 
single men have more probable stability in that age group than single. 
2. Explanation .2£ Tables~ Charts 
The most obvious conclusion after exa.m:ining Table XVII is that 
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TABLE XIV 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY MARITAL STATUS AND AGE 
1951 
Married Single 
Age Here Term 2 Ratio Age Here Term 2 Ratio 
by 1 Year Months by 1 Year Months 
Groups Groups 
15-19 1 0 .oo 15-19 9 6 .67 
20..24 5 5 I 1.00 20-24 8 12 1.50 
25-29 8 5 .63 25-29 5 4 .so 
30..34 7 7 1.oo 30-34 3 2 .67 
35-39 13 6 .46 35-39 3 1 .33 
40-44. 3 1 .).3 40-44 2 1 .5o 
45-49 9 0 ~00 45-49 
5o-54 3 1 .33 5o-54· 
55-59 5 3 .60 55-59 
. 60-64 2 1 
.5o 60-64 
65-69 2 0 .oo 65-69 
Total 58 29 .5o Total 30 Z6 .87 -J ~ 
TABLE XV 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY MARITAL STATUS AND AGE 
1952 
Married Single 
Age Here Tenn 2 Ratio Age Here Tenn 2 Ratio 
by 1 Year Months by 1 Year Months 
Group Groups 
15-19 2 0 .oo 15-19 0 3 
20-24 5 7 1.40 20-24 5 16 3.20 
25-29 5 ll 2.20 25-29 0 4 
30-34 2 10 5.oo 30-34 1 2 2.00 
35-39 5 4 .so 35-39 
- -
-. 
40-44 6 1 .17 40-44 1 1 1.00 
45-49 3 0 .oo 45-49 0 2 
50-54 6 2 .33 50-54 
55-59 6 0 .oo 55-59 1 0 .oo 
6o-64 1 0 1.00 60-64 
- -
-
Total 41 35 .85 Total 8 28 3.50 
-.3 
\rl 
TABLE XVI 
SCHEDULE OF TURNOVER OF EI-IPIDIEES 
BY MARITAL STATUS AND AGE 
1953 
Married Single 
Age Here Term 2 Ratio Age Here Term 2 Ratio 
by 1 Year Months by 1 Year Months 
Groups Groups 
15-19 l 0 
.oo 15-19 4 1 .25 
20.24 7 7 1.00 20.24 6 12 2.00 
25-29 4 7 1.75 25-29 . 1 0 .oo 
30.34 3 2 
.67 30-34 3 1 .33 
35-39 1 3 3.00 35-39 0 2 
4o-44 3 2 
.67 4<>-44 0 2 
45-49 4 0 .oo 45-49 1 0 .oo 
5o-54 2 l 
.5o 5o-54 
- - -
55-59 3 1 
.33 55-59 
6o-64 2 2 1.00 6o-64 
Total 30 25 
.83 Total 15 18 1.20 
""" 0'-
TABLE XVII 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY MARITAL STATUS AND AGE 
COMPILA.TION 
Married Single 
Age Here Term 2 Ratio Age Here Term 2 Ratio 
by 1 Year Months by 1 Year Months 
Group Groups 
15-19 4 0 .oo 15-19 13 10 .77 
20..24 17 19 1.12 20..24 19 40 2.10 
25-29 17 23 1.35 25-29 6 8 1.33 
30..34 12 19 1.58 30-34 7 5 .71 
35-39 19 13 .69 35-39 3 3 1.00 
40-44 12 4 .33 4o-44 3 4 1.25 
45-49 16 0 .oo 45-49 1 2 2.00 
5o-54 11 4 .36 50-54 
55-59 14 4 .28 55-59 1 0 .oo 
60-64 5 3 .6o 6o-64 
65-69 2 0 .oo 65-69 0 0 
Total 129 89 .69 Total 53 72 1.36 
-:I 
_.., 
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TABLE XVIII 
CORRELATION OF THE COMPILATION 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY MARITAL STATUS AND AGE 
COMPILA'riON 
Age Married Single M/S 
by 
Groups 
15-19 .oo .77 .oo 
2o-24 1.12 2.10 .53 
25-29 1.35 1.33 1.00 
30-34 1.58 .?1 2.23 
35-39 .69 1.00 .69 
40-44 
.33 1.25 .26 
45-49 .oo 2.00 .oo 
married men are appraxiaately twice as stable as their single brethern. 
The ratio for the married group is .69, or for every one hundred married 
employees that remain one year, only sixty-nine leave within two months. 
However, the ratio for the single employees is 1.36, or for ever,y one 
hundred single employees that remain one year, one hundred thirty-six 
terndnate within two months. 
However, the conclusion that married men are more stable does 
not remain constant over the entire age range. Among employees twenty-five 
to thirty-five the single man is as stable or more stable than the married 
worker, Table XVIII and Chart 5-l. However after age thirty-five the 
single worker becomes increasingly more unstable as he becomes older in 
years. Married men between the ages of twenty and thirty-five seem to 
be the poorest turnover risks. It is only during these years that the 
unstable worker outnumbers the stable worker, Table XVII and Chart 5-l. 
For the rapid reader table XVIII and Chart 5-2 provide an in-
stant comparison of the relative stability of married and single workers 
at various age levels. Figure one is the key to both -the table and the 
chart, and indicates no difference in stability between married and single 
employees at a particular age group. The figure .26 for the age group 
40-44 indicates that married men are four times as stable as their single 
brothers during those years, but the figure 2.23 tor the age group 3o-34 
indicates that single men during these years are more than twice as stable 
as the· married workers. 
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3 • Conclusions and Comparisons 
We expected to find the married worker more stable than the 
single employee, and we did, twice as stable. It is probable that mar-
riage makes for both stability and responsibility, both factors which re-
duce the turnover rate. 
It was found in a study at American Airlines that marriage 
was the single most significant personal factor which influenced the 
stability of an applicant. In the weighted application blank designed 
b,y the airline, the most heavily weighted item concerned the marital sta-
* tus of the applicant. 
In a study of common laborers it was found that married men 
** were three times as stable as the single workers. 
In general conclusions arrived at in other studies were cer-
tainly substantiated by this study. However there were two rather un-
usual features about the results of this study. First was the apparent 
greater stability of the single men in the 25-35 age group. Two factors 
may have influenced this result. One, at these ages the married man 
realizes that if he is to improve himself, he must make a change now. Two, 
the single man at these ages begins to feel he must settle down, many are 
thinking of marriage and a family. Thus if the single man finds a satis-
factory job at this age, he forgets his proclivity for roaming. 
The second unusual fact concerned the rapidly increasing in-
stability of the single worker over age thirty-five. After thirty-five 
*19, P• 519 
**12, P• 389 
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the single worker usually has passed the common age of marriage. He has 
no real responsibilities and can move on as his roving spirit dic;tates. 
The marital status of the applicant is an important considera-
tion when hiring a worker, but the interviewer must consider age and marit-
al status together to take full advantage of this survey. 
E. Evaluation .2£ Factor Number ££. Dependent Children 
1. Method of Evaluation 
To evaluate the factor, number of dependent children, we 
divided the employees into convenient age groups, 20-29, 30-39, 40-49 • 
. We listed for each of the three years, 1951, 1952, 1953 the number of 
stable and unstable employees in each age group under the headings, no 
children, one child, two children, thre.e children, and four or more 
children. Using the same formula, X • A/B, we computed the ratio for 
the total employees with no children. · We follol-Ted a similar procedure 
with all employees with one child, two children, three children, and 
four or more children, Tables XIX-1, XIX-2, XX-1. We compiled the results 
for the three years and determined new ratios, Table XX-2. 
We computed ratios for each age group of the compilation 
table in order to be able to compare the effect of age relative to 
number o:f dependent children when determining stability, Table XXI. 
2. Explanation~ Tables~ Charts 
The most enlightening and interesting facts may be found by 
examining Table XXI and Chart 6. Note the total column in the table and 
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TABLE XlX 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY NUMBER OF CHILDREN AND AGE 
1951 
Over 1 Year Within 2 Months 
No. of Age Group Total No. of Age Group Total Ratio of 
Children 20..29 30-39 40-49 Children ~o-29 30..39 40-49 Totals 
0 4 2 4 10 0 0 0 0 0 .oo 
1 3 6 1 10 1 6 6 0 12 . 1.20 
2 3 5 .7 1.5 2 2 5 1 8 .53 
3 1 4 0 5 3 1 1 0 2 .40 
4 more 1 3 0 4 4 more 1 1 0 2' .5o 
-~'{~~~~~-;~H~HHHHHHHHHH-~~~X~~!!-rMh~-ih'"H'~HHHHH'~ 
1952 
Over 1 Year Within 2 11onths 
No. of Total No. of Age Group Total Ratio of 
Children 20..29 30-39 40-49 Children 2.0-29 30..39 40-49 Totals 
0 5 0 4 9 0 5 1 0 6 .67 
1 4 1 0 5 1 6 4 0 10 2.00 
2 1 2 5 8 2 5 6 0 11 1.33 
3 0 2 0 2 3 1 2 0 3 1.50 
4 more 0 2 0 2 4 more 1 2 1 4 2.00 
():) 
~ 
TABLE XX 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY NUMBER OF CHILDREN AND AGE 
1953 
Over 1 Year Within 2 Months 
No. of Age Group Total No. of Age Group Total Ratio of 
Children 20-29 30-39 4D-49 Children 20-29 30-39 40-49 Totals 
0 1 2 1 4 0 5 0 1 6 1.50 
1 5 0 2 7 1 4 1 1 6 .86 
2 4 1 1 6 2 2 2 0 4 .67 
3 1 1 1 3 3 1 0 0 1 .33 
4 more 0 0 2 2 4 more 0 2 1 3 1.50 
MMMMKK~"M""MKKM~~KMMM~~~M~M~MMMKKKMMKKKKKKKK~~MKK~KMKKKK~KKKKKKKKKKKKKKKK**KKMKMKKK~!MK"""KKK~KKKKKKKK~ 
Compilation 
Over 1 Year Within 2 Months 
No. of Age Group Total No. of Age Group Total Ratio of 
Children 20-29 30-39 40-49 Childr'en 20-29 30-39 40-49 ·Totals 
0 10 4 9 23 0 10 1 1 12 .52 
1 12 7 3 . 22 1 16 11 1 28 1.27 
2 8 8 13 29 2 9 13 1 23 .79 
3 2 7 1 10 3 3 3 0 6 .60 
4 more 1 5 2 8 4 more 2 5 1 8 1.00 & 
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TABLE XXI 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY NUMBER OF CHILDREN AND AGE 
Chart of Age Group Ratios 
Compilation 
Number Ratio Within 2 . . Over 
of Months . 1 Year 
Children 0-29 30-39 0-9 Total 
0 1.00 .25 .n .52 
1 1.33 1.57 .33 1.27 
2 1.13 1.63 .08 .79 
3 1.50 .43 .oo .60 
4 more 2.00 1.00 .5o 1.00 
the total graph in tb.e chart that the lowest ratio, signifying greater 
stability, lies with those employees with no children. The highest ratio 
signifying less stability lies with those employees with one child. Note 
the comparitive instability of those employees with four or more children. 
They are almost as great a risk as those employees with one child. 
However not only does the total column show the greater 
stability of those employees with no children, but all age groups show 
the apparent stability of this particular group of employees. The rela-
tive instability of those employees with one child or four or more 
children also remains consistent throughout all age groups. Therefore 
the conclusion is reached that irrespective of age, those workers with 
no children, two children, or three children are more stable than those 
with one child or over three children. 
Secondly, note that irrespective of the employee's number 
of children, the older he becomes, the greater his stability. The em-
ployee between forty and forty-nine years of age, no matter how many 
children he may have, is far more likely to be a stable employee than 
his younger co-workers. Chart 6 portrays this conclusion vividly • 
.3. Conclusions and Comparisons 
Although the employee's number of children does have some ef-
fect on his stability, the effect is a great deal less than the worker's 
age or marital status. You would expect that as the employee's nmnber of 
children increases, the greater would be his stability. 
One of the earliest studies of what the application blank can 
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tell made in the life insurance field found that those applicants with 
* three or more dependents were usually better producers and more stable. 
In another stuqy it was found that married men tended to be-
come more stable as their number of dependents increased.** 
Our study was almost completely contrary. Those married men 
with no children had the greatest stability. If an employee had one 
child, the risk of his being a turnover casualty is fair~ great. Up 
to three children, as we would expect, the employees stability improves 
as the number of his children increases. However, if the applicant has 
four or more children, he again becomes a poor risk. The instability of 
those employees with four or more children is not as unusual as the 
stability of those employees with no children. 
The employee with a wife and four or more children is given 
less credit in a rating chart devised by the Life Insurance Sales Re-
search Bureau. In this chart there are seven possible answers to the 
question concerning number of dependents. Each of the possible answers 
are listed below with the weighted value to the right. The larger the 
weight, the better the risk. 
No dependents 
- 3 
One dependent 4 
Two dependents 6 
Three dependents 8 
* 23, P• 96 
** 17, P• 78 
89 
Four dependents 
Five dependents 
Six or more dep. 
8 
7 
4* 
From their analysis the Life Insurance Bureau concluded that the 
single man, no dependents, was the greatest risk. As the number of his 
dependents increased, his contingent risk decreases until he has four 
dependents. Further increases in the number or his dependents, increases 
his ·risk.* 
The results or our study were consistent with this rating chart 
except for those employees married with no children. These workers were 
our most stable imployees. We tried to explain this inconsistency on the 
basis of age; however in all age groups, those with no children remained 
consistently the most stable. The only other explanation is largely sub-
jective. Since we were hiring largely trainees, the married men with no 
children could afford the lower pay- as trainees in hope of future gain, 
but the men with families could not satisfy their needs. 
The number or the employ-ee 1 s dependent children has some ef-
feet on his stability, however not nearly as great as his age and marital 
status. 
*6, p. 120 
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F. Evaluation ~ the Factor, Previous ~ of Work 
1. Method ~ Evaluation 
To evaluate the factor, previous type of work, we first di-
vided our employees into seven general groups. 
1. General, inside; those employees who had previously 
worked in a factory, or other establishment doing work indoors, usually 
of an unskilled nature. 
2. General, outside; those employees whose previous ex-
perience enabled them to work out of doors most of the time. 
3. Office; those employees whose previous experience 
had been in offices. 
4. Skilled; those employees who had previously worked 
on a machine tool, usually some fairly routine operation. 
5. Armed Forces; those employees with no work exper-
ience except in the service of our country. 
6. No Experience; those employees with no full-time 
work experience. 
1. Sales; those employees who had previously worked as 
general salesmen. 
We listed all employees, both stable and unstable, according 
to their previous general job experience. Using the same simple formu-
la X • A/B, we computed the ratio for each group for the years 1951, 
1952, 1953, Table XIII. We compiled the results of the three years 
and determined new ratios, Table XXIII. 
2. Explanation ~ Tables and Charta 
In general the results of this survey were definite, what we 
91 
Types Here Term 2 Ratio 
of !Year Months 
Work 
General, 
inside 39 10 .26 
General, . 
outside 8 11 1 • .38 
Office 7 0 .oo 
Skilled 19 ll .58 
Armed 
Forces 1 0 .oo 
No Exp. 3 3 1.00 
Sales 3 6 2.00 
TABLE XIII 
SCHEDULE OF TURNOVER OF EMP:WIEES 
BY PREVIOUS TYPE OF WORK 
1951 - 1952 - 1953 
Types Here Term 2 Ratio Types 
of- 1 Year Months of 
Work Work 
General, 
General, 29 19 .66 inside 
inside 
General, 6 19 3.17 General, 
outside outside 
Office 2 2 1.00 Of'fice 
Skilled 12 9 .15 Skilled 
Armed Armed 
Forces 3 5 1.67 Forces 
No Exp. 
- - -
No Exp. 
Sal.es 2 3 1.so Sales 
Here Term 
1 Year 2 Months 
7 10 
8 7 
4 3 
17 14 
4 4 
3 0 
- -
Ratio 
1.43; 
.87 
.75 
.82 
1.00 
.oo 
-
'-0 
"" 
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TABLE XXITI 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY PREVIOUS TYPE OF WORK 
Compilation 
Types Here Term 2 Ratio 
of 1 Months 
Work Year 
General, 
75 .52 inside 39 
General, 
1.68 outside 22 37 
Office 13 5 .38 
Skilled 48 34 .71 
Anned 
Forces 8 9 1.12 
No Exp. 6 3 .5o 
Sales 5 9 1.80 
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expected, and consistent. The office workers, general inside workers, 
the skilled workers, and those with no experience were the best turnover 
risks. Those employees who had previously worked outside, in sales, or 
came out of the armed forces tended to be more unstable. The results 
were very definite. For every thirty-eight former office workers who 
left within two months, one hundred remained one year, but for every 
one hundred salesmen who remained one year, one hundred eighty quit with-
in t;TO months. This was a significant difference. 
This part of the study was begun informally in 1952. We 
realized from the study of our unstable employees during the years 1950 
and 1951 that former salesmen and general outside workers were poor 
risks. As a result of this informal survey, our screening of these two 
groups of workers became much more careful. This accounts for the non-
hiring of salesmen and the improved ratio for general outside workers 
during 1953. 
3. Conclusions~ Comparisons 
Information concerning an applicant's prior work experience is 
of value to the interviewer, largely because, other things being equal, 
what a man had done in the past is rather a good indication of what he 
will do in the future. Many of the most accurate methods of predicting 
behavior are based on this principle • * 
Employees who had previously worked inside were significantly 
better employment risks than those who had previously worked outside. 
95 
They were use to being inside and working according a clock. The out-
side worker in many cases, especially salesmen or truckdrivers, were used 
to utilizing their time as they saw fit without regard to timeclocks. 
Being restricted caused restlessness and a high turnover rate.· Secondly 
the outside worker was used to a higher rate of pay, even though not a 
steady wage. Thirdly, the intangible feeling of being "cooped up" soon 
caused any employees used to being out in the air to quit the job and its 
routines. 
The inside worker was, in general, used to being indoors, punch-
ing a time clock, and their wages were comparitive. The office worker was 
earning more money than possible in the white collar field which more than 
offset the transition from the cleanliness of an office to the oil and dirt 
of the factory job. 
Employees with no experience were usually relatives or friends 
of some employee, and this was their first job. Usually the worker who 
recommended them was contented, and the new worker reflected this content. 
Most of the turnover in this group were young men leaving for the service. 
We concluded from this study that the employee whose experience 
was in like jobs was usually more satisfied and less turnover prone. In 
an investigation of the relationship between prior experience and success 
in the life insurance sales program, it was found that men whose previous 
experience was selling were the most successful life insurance salesmen. 
Those who had previously taught or been in advertising had a fair chance 
of success. However former chemists, physicists, engineers, carpenters, 
* or farmers made extremely poor salesmen. 
*1, PP• 42-44 
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G. Evaluation £! ~ Factor 1 
Previous Average SaJ.a.ry 
1. Method ~ Eval.uation 
To evaluate the factor, previous average salary, we divided 
the employees into three groups: 
1. High; Those employees whose previous salary was $10.00 per 
week greater than tila.t they could expect to earn. 
2. Average; Those employees whose previous salary was with-
in $10.00 per week either way from wba.t they could expect. 
3. Low; Those employees whose previous salary was $10.00 
per week less than that which they could expect. 
We listed the stable and unstable employees in each group for 
each of the years 1951, 1952, 1953 and computed the ratio of unstable 
employees to stable employees, Table XXIV. Using a compilation of the 
three years, we computed new ratios in a similar manner, Table XXV. 
2. Explanation ,2! Tables !!!2 Charts 
Over the period of three years there was a significant dif-
ference between the stability of those with a high previous salary and 
those with an average or low previous salary. There was less signifi-
cant difference between the latter two groups. The ratio for the high 
group is 1.37 but for the other two groups is .93 and • 73. Over the 
period of three years this difference between the high group and the other 
two remains fairly consistent. 
97 
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TABLE XXIV 
SCHEDULE OF TURNOVER OF EMPIDIEES 
BY PREVIOUS AVERAGE SALARY 
1951 - 1952 - 1953 
1951 
Previous Here Term 2 Rat.io 
Average 1 Year Mont.ns 
Salary 
High 10 8 .so 
Average 26 16 .62 
Low 20 lh .10 
•••••••••••••••••••••••••••••••••• 
1952 
Previous Here Term 2 Rat.io 
Average lYear Mont.hs 
Salary 
High 10 14 1.40 
Average 22 32 1.46 
Low 12 8 .67 
•••••••••••••••••••••••••••••••••• 
1953 
Previous Here Term 2 Rat.io 
Average 1 Year Mont.hs 
Salary 
High 7 15 2.14 
Average 19 14 .73 
Low 9 8 .89 
TABLE XXV 
SCHEllTLE OF TURNOVER OF EMPLOYEES 
BY PREVIOUS AVERAGE SAlARY 
Compilation of Years 
1951 - 1952 - 1953 
Conq>i1ation 
Previous Here Term 2 Ratio 
Average 1 Year Months 
Salary 
High 27 31 1.37 
Average 67 62 
.93 
Low u 30 .73 
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3. Conclusions~ Comparisons 
It is a common belief that a person is seldom happy in a job 
that entails a cut in pay. This is substantiated in the stu~. However 
that the results were not more significant was surprising. 
Over forty per cent of the employees w.no elected to take a 
cut in pay, remained over one year, but less than sixty per cent of those 
who received a substantial increase in income by changing jobs remained 
over one year. 
Therefore, although the salary of the job is significant as 
a factor in turnover, its significance is often overestimated. 
H. Evaluation of the Factor, 
.-..--.--..;..;e.._ - - ---
Distance Between ~ ~ Shop 
1. Method ~ Evaluation 
To evaluate the factor distance between home and shop, we 
divided our employees into three groups: 
1. Within 5 miles; Those employees who live within five 
miles of the shop. 
2. 5 to 1' miles; Those employees who live between five 
and fifteen miles from the shop. 
3. Over 15 miles; Those employees who live more than fi£-
teen miles from the shop. 
We listed the stable and unstable employees in each group for 
each of the years 1951, 1952, and 1953 and computed the ratio of unstable 
101 
TABlE XXVI 
SCHEDULE OF TURNOVER OF FNPLOYEES 
BY DISTANCE BETWEEN HOME AND SHOP 
1951 - 1952 - 1953 
1951 
Distance Here Term. 2 Ratio 
!Year Months 
Within 5 miles 47 24 .51 
5 to 15 miles 35 26 .74 
Over 15 miles 9 6 .68 
~~-~~~--f·~·················~-~~······ 
1952 
Distance Here Term 2 
I"Y"'ear Montns 
Witbin 5 miles 19 2i 
5 to 15 miles 18 29 
Over l5 miles 13 15 
19.53 
Distance Here Term 2 
I'Te'ar Jroiiths 
Within 5 miles 19 21 
5 to 15 miles 
Over 15 miles 
10 
16 
15 
9 
Ratio 
l.ll 
1.61 
1.15 
Ratio 
1.11 
1.50 
.56 
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TABLE n:vn 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY DISTANCE BETWEEN HOME AND SHOP 
Distance 
Within 5 miles 
5 to 15 miles 
Over 15 miles 
Compilation of Years 
1951 - 1952 - 1953 
Compilation 
Here 
1 Year 
85 
63 
38 
Term 2 
Manths 
66 
70 
30 
Ratio 
.78 
1.11 
.79 
103 
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to stable emplqyees in each group, Table XXVI. Using a compilation of 
the three years, we computed new ratios in a silrl.l.ar manner, Table XXVII. 
2. Explanation ot Tables and Charts 
Over the period of three years there was little significant 
difference in stability due to distance to be traveled. · Those who had 
to travel between five and fifteen miles were consistently the greater 
risk, Tables XXVI and XXVII. Chart 9 shows the apparent instability of 
this group compared to those who have a long way to travel and those 
close to the shop. There is very little difference in stability between 
the latter two groups. 
3. Conclusions and Comparisons 
Contrary to popular opinion there is no significant dif-
ference in stability due to the distance between home and shop. It 
would be expected that those nearer the shop would be the least turn-
over prone and the greater the distance to be traveled, the greater the 
instability or the employee. This expectation was realized up to a 
point. However those who had to travel long idstances reversed this 
trend and showed a greater stability. Evidently reasons 110re important 
than the time and expense of traveling motivate people to cover the 
1onger distances. 
The overall stud,r indicated however that the difference in 
stability due to distance is not significant. 
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I. Evaluation .5!! ~ Factor, 
Source 2£ S;upply 
1. Method of Evaluation 
.---.-...;..;.- - ---~;;;;..;..;;.;;;..;;.-
To evaluate the factor, source of supply, we divided the 
employees into six groups: 
1. S.E.S.; Those employees hired through the offices of 
the State Employment SerVice. 
2. Street; Those empl(!)yees who seek e~loyment on the pure 
chance that the company is hiring. 
3. ~loyee; Those e~loyees hired through a recommendation 
of a present employee. 
4. Re-Emp.; Those employees who have previously worked for 
the company and are again seeking employment. 
5. C.E.s.; Those employees hired through the services of a 
commercial employment agency. 
6. Other; Those employees hired through any other source 
not previously enumerated. 
We listed the stable and unstable employees in each group for 
each of tne years 1951, 19$21 and 1953 and computed the ratio of the un-
stable' to the stable employees in each group, Table XXVIII. Using a 
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compilation of the tnree years, we computed new ratios in a simi.lar manner, 
Table xnx:. 
2. Explanation .2£ Tables~ Charts 
Over the three year period there were significant differences 
1951 
Source Here Term 2 Ratio 
of 1 Year Months 
Supply 
s.E.s. 15 16 1.07 
Employee 36 8 .22 
Street 3 1 .33 
Re-emp. 7 4 .57 
c.E.s. 3 1 .:33 
Other 9 2 .22 
'!'ABLE XXVIII 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY SOURCE OF SUPPLY 
1951 - 1952 - 1953 
1952 
Source Here Term 2 Ratio 
or 1 Year Months 
Supply 
s.E.s. 6 17 2.83 
Employee 27 19 .70 
Street 7 21 3.00 
Re-emp. 6 3 .so 
c.E.s. 1 4 4.00 
Other 2 0 .oo 
1953 
Source Here Term 2 
or 1 Year Months 
Supply 
s.E.s. 5 14 
&!plo;ree 18 8 
Street 10 15 
Re-emp. 9 1 
c.E.s. 3 1 
Other 
- -
S.E.S. - State Employment Service 
C.E.s. • Commercial Employment Service 
Ratio 
2.80 
.44 
l.So 
.u 
.33 
-
f-1 
2 
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TABLE IDX 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY SOURCE OF SUPPLY 
Compilation of Years 
1951 - 1952 - 1953 
Compilation 
Source Here Term 2 Ratio 
of 1 Year Months 
Supply 
s.E.s. 26 47 1.81 
Employee 81 35 .43 
Street 20 37 1.85 
Re-emp. 22 8 .36 
c.E.s. 7 5 .71 
Other 11 2 .18 
S.E.S. - State Employment Service 
C.E.s. • Commercial Employment Service 
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in stability relative to source of supply. Those employees from s.E.s. 
and off the street are far less stable than those recruited from other 
sources. Both Tables XXVIII and XXIX show the consistent instability of 
people hired from these two sources. Those people recruited through 
employees or applying for re-employment tend to be more stable. Not 
enough employees were recruited from commercial agencies for significant 
results. However the ratio • 71, Table XXIX, indicates this might be a 
fairly good sotirce for new employees. 
The consistency of the results over a period of three years 
attests to tne importance of these findings. 
J. Conclusions ~ Gomparisons 
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That the best source fran which to recruit new employees is 
old employees is a fairly obvious fact, but one that has been given little 
constructive thought. It is usually true that friends and relatives of 
present employees are the "same kind of people" as the employees them-
selves. Since the employee who recommends another is usuallY satisfied 
himself, the new worker will reflect this satisfaction. The study sub-
stantiates the theory. B,y far the most stable employees were those re-
employed and those reconnnended by present employees. They knew the· .com-
paqy because they had worked there before or from what they had heard. 
They knew what to expect. They were usually accepted more quickly by 
the work group since they were tne "same kind of people"• 
In a study at American Airlines, it was found that if the new 
employee had a friend in the company, he was more likely to be a stable 
employee. In the rating sheet constructed at American Airlines, "Friend 
in the Company" was weighted as highly as "Age11 or '!Willingness to Trans-
In another stuQy at the South Gate plant of the Rheem Manu-
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facturing Company, it was found that of employees designated unsuccessful, 
not one had relatives with the company. But of tnose who were successful, 
most had relatives in the company.** 
Employees recruited from s.E.s. and off the street in most 
cases have no knowledge of the company. They may not be the "same kind 
of people". They may not be as easi:cy integrated into the work group. 
Thus there is a greater possibility of their being turnover casualties. 
This factor is one of the most significant in our study • How-
ever, it must still be considered only as one factor when judging an 
applicant. 
J. Evaluation .2f ~ Factor, Education 
1. Method of Evaluation 
To evaluate the factor, education, we divided the employees 
into three groups, those under thirty~five years of age, those over 
thirty-four years of age, and the total of both. We then computed for 
each o£ the three years, 1951, 1952, 1953, -the number o£ stable and un-
stable employees in each age group under the headings: 
1. College; those employees who had attended college, or 
graduated from college. 
2. High; those employees who had attended or graduated from 
*19, PP• 517-519 
**21, P• 257 
TABLE XXX 
SCHEDULE OF TURNOVER BY EDUCATION AND AGE 
19$1 - 1952 - 1953 
1951 
Stable Unstable Ratio Unstable/Stable 
Level Ase Total Ase Total Age Total. 
of Education Under Over Under Over Under Over 
34 years 34 years .34 years 34 years 34 years 34 years 
College 5 6 11 6 1 7 1.20 .17 .64 
High 28 16 44 21 9 30 .15 .56 .• 68 
· Gr8.1111l&r 5 7 12 4 1 5 .so .14 .142 
Trade 3 3 6 1 0 1 .33 .oo .17 
Total 41 32 73 32 11 43 .79 .24 .59 
f:! 
1\) 
TABLE XXXI 
SCHEDULE OF TURNOVER BY EDUCATION AND AGE 
1951 - 1952 - 1953 
1952 
Stal;>le Unstable Ratio Unstable/ Stable 
Level Age Total Aie Total AS! Total 
of Under OVer unaer Over Under OVer 
Education 34 years 34 years 34 years 34 years 34, years 34 years 
College 3 2 5 6 1 7 2.00 .5 1.40 
High 14 13 27 34 7 hl 2.43 .54 1.52 
Grammar 2 10 12 11 3 14 5.50 .3 1.17 
Trade 1 2 3 1 0 1 1.00 .oo .33 
Total 20 27 47 52 11 63 2.6o .41 1.34 
8 
Level 
of 
Ed~cation 
College 
High 
·Grammar 
Trade 
Total 
TABLE xxxn 
SCHEDULE OF TURNOVER BY EDUCATION AND AGE 
1951 - 1952 - 1953 
1953 
Stable Unstable 
Age Total 
thi.der OVer 34 years 34 years 
Age Total 
unaer Over 
34 years 34 years 
2 1 3 2 3 5 
19 10 29 19 7 26 
5 5 10 4 3 7 
3 0 3 4 2 6 
29 16 4S 29 15 44 
Ratio Unstable/Stable 
Age 
unaer-- Over 
34 J8an .34 ;,ears 
1.00 
1.00 
.so 
1.33 
1.00 
3.00 
.70 
.60 
.94 
Total 
1.67 
.90 
.70 
2.00 
.98 
TABLE XXXIII 
SCHEDULE OF TURNOVER BY EDUCATION AND AGE 
1951 - 1952 - 1953 
Compilation 
Stable Unstable Ratio Unstable/Stable 
Level Ase Total A~e Total Age Total 
of Under Over Under over Under OVer 
Education 34 years 34 years: 34 years 34 years 34 years 34 years 
College 10 9 19 14 5 19 1.40 .56 1.00 
High 61 39 100 74 23 97 1.21 .59 .97 
Grammar 12 22' 34 19 7 26 1.58 .32 .71 
Trade 7 5 12 6 2 8 .86 .L~o .67 
Total 90 75 165 m 37 JSO 1.26 .49 .90 
~ 
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high school. 
4. Grammar; those employees "Who had attended grammar school 
but had never attended high school. 
Using the simple formula previously derived, we computed the 
ratios of unstable to stable employees for each group, Table XXX:, XXXI, 
and XXXII. A compilation of the three years produced new ratios, 
Table XIXIII. 
2. Explanation ,2! Tables~ Charts 
There is relatively little difference in probable stability 
due to education, Table XXXIn. There is only a difference of .33 
I 
between the highest and lowest of stability, not a significant figure. 
Note also that in either age group there is no significant 
difference in stability. However, there is a great difference in sta-
bility between the two age groups. Chart 11 portrays vividly the ap-
parent lack of significant difference in stability between educational 
groups. All the bars are fairly equal in height within a group. How-
ever note the general height comparison between those under thirty-five 
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and those over thirty four. The factor age is of far greater significance 
than the factor education. 
3. Conclusions ~ COllWarisons 
Doing fairly routine operations, it would naturally be ex-
pected that men with grammar or trade school background would be more 
satisfied and stable than those employees with a college or high school 
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background. Although there was a slight difference in stability between 
the two groups, it was not significant. This result was not consistent 
with the results of other 'investigations. 
In a study at the Office, Chief of Ordnance, it was found that 
a greater amount of dissatisfaction was found amongst laborers, ware-
housemen, and packers who had a high school or better education. Those 
with a grammar school education were fifteen to twenty-five per cent 
more satisfied•* 
Jlowever in a study at the Southgate plant of the Rheem 
Manufacturing Compa.ey-, both successful and unsuccessful employees had 
little education. They found education had little significance in de-
termining success•** 
Careful placement of employees undoubtedly was important in 
making education almost insignificant. The college men, although hired 
for routine jobs, were placed in positions from Which they could progress 
rapidly. Those with a grammar school education were placed in routine 
work. 
Although education :nv be significant in turnover, a care-
ful placement of workers according to ability will offset the dissatis-
faction created b.1 too great or too little capacity for the assigned 
position. 
*20, PP• 38-43 
** 21, P• 257 
IV • CONCLUSIONS 
A. General Conclusions 
Having tabulated and a.na.lyzed all our collected data, we are 
now faced with the problem of: organizing the results into a form that 
can be used practicallY in the every day selection procedure. 
\'le know from our studies that married men are considerablY more 
stable than those who have never married, or having married are divorced 
or widowed; applicants of certain ages are relativelY more stable; the 
applicant's number of children affects his stab~ty; the applicant• s 
previ.ous job experience and previous job rate are important facts when 
considering his future stability; and the source from which the ap-
plicant is recruited is an important consideration. We also know that 
the applicant's level of education and the distance the applicant has 
to travel from his home to the shop are relativelY u.n:important in con-
sidering his probable stability. · However we do not know the relative 
importance of these factors when selecting a new employee. 
A simple practical for.m is needed which can be used quicklY 
by an intervi~wer to eliminate those applicants who from an analYsis 
of their personal background characteristics obviouslY will not become 
stable employees. 
B. Recommendations to l-!a.nagement 
Since one of the greatest needs of labor management is an 
ll9 
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effective tool to quickly eliminate unstable applicants from further 
consideration, . I would recommend as a result of this study a short sim-
plified application to be collq)leted by the applicant and/or interviewer 
and a chart to quickly test the stability of the applicant by his answers 
to the questions on the short application. 
The earlier such a form and chart could be used in a selection 
procedure, the most effective the results; the obviously unstable applicant 
could be quickly eliminated. By its early use, savings would accrue to 
the interviewer, to the applicant, and to the collq)any. 
The time the interviewer would save, since no further in-
terviewing of unstable applicants would be required could be utilized in 
the more efficient selection of employees from the other applicants. ~fure 
time could be given to training of present ellq)loyees; to the handling of 
employee grievances; to the efficient use of employee records; and to 
first aid and safety programs. 
The savings to an applicant would also be time; time other-
1-tise lost while waiting around for further interviewing. This time could 
be utilized by an applicant to look for a job elsewhere. There is nothing 
more exasperating than to spend two or three hours wa.i ting around for 
interviews only to be finally turned down. Using the form early will 
create better public relations. 
Using the form early in the selection procedure would mean 
monetary savings to the company. The saving of the interviewer 1 s time 
alone if utilized properly represents an economical move. It could mean 
less personnel people or greater utilization of their time. Moreover 
fewer forms and less space would be needed. Fewer applicants waiting 
to be interviewer means less space requirements. This space could be 
profit producing. Less forms would be used such as full applications, 
teste, medicals, etc. Since toms coet money, less forms means a 
greater savings to the compa.n;y. 
How would this form or chart be used? We have reconnended 
an early use of the fol'll1 perhaps given out by the receptionist. When 
completed by the applicant, the answerS ehould be checked quickly by a 
personnel man against the chart. It the chart indicatee a probably sta-
bility, then the applicant should be continued on through the selection 
process. rr, however, the chart indicatee probably inetability, there 
would be no need of further interviewing. The indicatione of stability 
would not neceesarily mean the applicant should be hired. Selection 
~ definition is a negative process. This torm and chart, if not passed, 
would reject the applicant, but, if passed, would onl.y continue the 
applicant on the next point ot the eelection procedure. 
It should be emphasized that the form and chart are not per-
fect, that they are just one of a series of indicators in the selection 
of employees. However this any other studies indicate the use of such a 
form and chart will result in more stable employees with a savings to the 
compaey. 
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C. Development of Personnel Factor Form ~ Chart 
1. Development of Chart 
It would be a rare situation for an applicant to have all 
favorable or unfavorable characteristics. The first problem in the 
construction of a form is to weigh the relative importance of the 
factors. 
a. Factor Weighting 
Before determining the relative importance of the investigated 
factors, we combined the two factors, age and marital status, as we had 
done in the study, eliminating age as a separate factor. Examining age 
' group 45-49, Table Xlli, the ratio is .29; hov-Tever, for the same age 
group the ratio for married men is .oo but for those who are single, 
2.00, Table XVII. If we used the two factors separately, the un-
favorable ratio for single men would offset some of this difference, 
but the results still would not present a realistic picture. A more 
striking illustration of the effects of combining the factors this way 
may be found with the age group 30..34. Examining Table XIII, the ratio 
is 1.26, but the ratio for single men is .71 and for married men 1.58, 
Table XVII. If the ratio, 1.26, were used and the unfavorable ratio 
for single men added to it, the resulting picture would be completely 
distorted and an injustice to the single men of tnis age group. 
It is obvious tnat using marital status and age as separate 
factors would be unfair to the company and to the applicant. '!he two 
factors should be considered as one in any further analysis. 
Due to the anti-discrimination laws of Massachusetts, an 
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applicant cannot be asked his age. Since it would be well nigh impossible 
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TABlE XXXIV 
SCHEDULE OF TURNOVER OF EMPLOYEES 
BY MARITAL STATUS AND AGE 
COMPILATION 
1951 - 1952 - 1953 
Married 
Age by 
Groups Stable Unstable Ratio 
Under 20 4 0 .oo 
20 - 29 34 42 1.2h 
30 - 39 31 32 1.03 
Over 40 60 15 .25 
Single 
Age by 
Groups Stable Unstable Ratio 
Under 20 13 10 .77 
20 - 29 25 48 1.92 
30 - 39 10 8 .Bo 
Over 40 5 6 1.20 
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to estimate an applicant's age within five years, we bad to make a new 
evaluation of the age~ital status factor. 
For the purpose of tnis new investigation, we used only four 
age groups, under 20, 20-291 30-391 40 years and over. We compared the 
married and single men in each age group as we did before 1 Table XXXIV. 
The new ratios were consistent with the previous results. 
To weigh the factors, we listed all the factors to be used. 
We listed the highest and lowest ratio for each factor, Tables XXI, 
XXIII, XXV, XXVII, XXIX, XXXIII, and XXXIV. We found the difference 
between the highest and lowest ratios and listed this difference for each 
factor. 
Since differences of' .32 and .35 were not significant, we 
eliminated the two factors, area and education from further consideration. 
The factor, previous average salary, bad the least difference 
in ratios, .64. Using this figure as the base and allowing it to equal 
zl, we weighted the other factors from this base using this formula: 
X • A- B 
.64 
Where A • Highest ratio of factor 
B • Lowest ratio of factor 
X • Calculated weight of factor rounded off to 
the nearest whole number. 
Using this formula we weighted all the factors as in tile 
following example. Substituting the ratios computed for the age~ital 
status factor in the formula, we get: 
A ... 1.92 B • .oo 
X • 1.92 - .oo 
.64 
X • t3 
We weighted all factors in a similar manner, Table XXXV. 
b.Group Weighting 
We knew the relative value of each factor in determining the 
acceptability of tne applicant. We also knew tne maximum and minimum 
weight for: each factor. However, we did not know what weight to assign 
each group within the factor. 
For example, what weight do we assign an applicant under 
the factor, previous job experience, who is a simi-skilled machine tool 
operator. We !mow the weight for this factor is :t 2. Therefore the 
weights that could be assigned are +2, +1, o, -1, -2. What weight would 
previous machine shop experience carry? Our next step then was a cal-
culation of tne weights to assign each group within the factor. 
The first step in this calculation was the assigning of the 
maximum and mizrllnum. for the factor to the minimum and ma.:rlJnum ratios for 
the factor. Tb construct a scale to which we could assign the otner 
ratios of the factor according to their worth, we used the following 
125 
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TABLE :XXXV 
SCHEDULE OF FACTOR WEIGHTS 
Highest Lowest 
Factor Ratio Ratio Difference Weight 
Age-Marital Status 1.92 .oo 1.92 +3 
-
Number of Children 1.27 .52 .75 :t1 
PreTious Type of 
Work 1.80 .38 1.42 +2 
-
Previous Salary 1.37 .73 .64 +1 
-
Source of Supply 1.85 .36 1.49 +2· 
-Area l.ll .78 .32 0 
Education 1.00 .67 .33 0 
formula: 
X-~ 
C-1 
Where A • Highest ratio of factor 
B • Lol-rest ratio of factor 
C • Number of steps including minimum and 
maximum weights 
X • Step difference 
Substituting the ratios computed for the marital status-age 
factor in the above formula we get: 
A • 1.92 B • .00 C • 7 (+3 to -3) 
X • 1.92 - .oo 
7-1 
X = .32 
Using the above formula we computed the weights for each 
. group within each factor, Table XXXVI. This table can be used by the 
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interviewer to quickly determine the probable stability of the applicant. 
2. Development 2!_ ~ 
Three requirements had to be remembered when constructing the 
Personal Factor Form: first, a section for the identification of the 
applicant; secondly, a section for the necessar.y personal information; 
thirdly, a section for the interviewer to evaluate the personal informa-
tion. 
TABLE XXXVI 
SCHEDULE OF GROUP WEIGHTS 
POINT CHART 
+3 
-
Age-Marital Status 
Under 20 20 - 29 30 - 39 Over 40 
M 
s 
'!:3 
+1 
Number of Children :!:1 
0 1 2 
+1 -1 0 
Previous Type of Work ±2 
Inside Outside 
+2 
-2 
-1 
1 
+1 
Office 
+2 
Previous Average Sa.1a.rz ! 1 
Average 
-1 0 
Source of Supply; :!;2 
0 +2 
0 -1 
4 or more 
0 
A. F. None Sales 
0 +2 -2 
Low 
-
+1 
Skill 
+l 
s.E.s. E!p1oyee Street Re-emp. c.E.s. 
-2 +2 
-2 +2 +1 
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Therefore we divided tne proposed form into three parts. 
Part one to be completed by the applicant giving the name, address, 
and telephone of the applicant and the job desired. Part two to be 
completed by the interviewer or receptionist covering the necessary 
personal factors pertinent to our study. The form had to be simple so 
that the interviewer can quickly check the neces~ information. Part 
three to be completed by the interviewer utilizing t:tie chart, Table 
XXXVI. The final form may be seen in Table XXXVII• 
This form may also be used as a preliminary application when 
applicants apply for jobs not available. All necessary information is 
covered in the form so that it can be quickly reviewed when a job 
opening occurs. 
3. · Mechanics of the ~ ~ ~ ~ Chart 
The form, Table XXXVII, could be given to the applicant by 
the receptionist to complete the top section, identifying information. 
Either the receptionist or a member of the Personnei Department could ask 
the pertinent questions necessary to complete the bottom part of the 
form, personal information. The answers should be quickly evaluated, and 
the point score recorded. A suggested breaking point is zero. If the 
applicant's point score is zero or above, he is given the standard ap-
plication for.m, Table I, to complete. If the score is minus, there is 
no need for further interviewing except in cases where the interviewer 
feels there are mitigating circumstances. 
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TABLE XXXVII 
PERSONAL FACTOR FORM 
Name Telephone __________________________ ___ 
Ad~SSL_ ____________________________________________________________ _ 
Type of Work Desired~-------------------------------------------------------------
Factor 
Marital Status & 
Age 
Number of Children 
Previous type 
of Work 
Previous Average 
Salary 
Source 
To be completed by Interviewer 
Circle correct answer 
M Under 20 20-29 30-39 40 over 
S Under 20 20-29 30-39 40 over 
0 1 2 3 4 More 
Inside Outside Sales Machine 
Office Armed Forces None 
High Average Low 
S.E.S. Employee Street Re-Emp. Agency 
Points 
t; 
0 
D • SUIIIII!S.l'Y 
1. Results .2f Review 
The fonn which has been constructed is not intended as a sub-
stitute for the regular application; it is intended as an aid in the 
general selection procedure. 
However, the results are so definite and conclusive that they 
cannot be ignored. 
If this form had been used in 1952 with a zero breaking 
point when hiring applicants, there wuld have been a 61% improvement 
in the turnover ratio. Of the one hundred fourteen employees hired in 
1952, 56% terminated within two months and only 44% remained over one 
year. If we had used the Personal Factor Form and Chart, only fifty-
eight would have been hired. However, 71% would have remained over 
one year while only 29% would have quit within two months. 
Although the turnover ratio was not as great in 1953 as in 
the prior year, it was still substantial. Of the ninety people hired 
in 1953, 50% terminated in two months. If we had used tne Personal 
Factor Form and Chart, only forty-three people would have been hired. 
However 7'2$ would have stayed over one year and only 28% would have quit 
within two months. The substantial improvement in both years was both 
significant and consistent. 
2. Comparison ~ Reviews of otner Studies 
In the stuqy at American Airlines, four points were chosen 
as a dividing mark. All applicants scoring under this mark were 
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rejected. Although only 20% of the sample were under the criterion of 
four points, over 5o_;g of this 20% were no longer with the company.* On 
the basis with our criterion of zero, .51% woul.d have been rejected, and 
78% o:f the 51% had quit within two months. 
In another study of an automobile manufacturer the rating was 
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applied to three hundred past and present employees. If applied, the 
system would have rejected 53% of those hired, and only 18% of the 53% had 
remained with the company ove; six months.** On this basis if we had 
used our Personal Factor Form and Chart over the years 1953 and 1952, 
51% would have been rejected, and only 22% of this 51% had remained over 
one year. 
The results of the review utilizing our form seemed to in-
dicate that the Personal Factor Form and Chart had as fine a potential 
for rejecting unstable applicants as other studies in the field. 
3. Limitations ,2! ~Study 
The Personal Factor Form must be still regarded as only an 
aid in the selection process. Selection is largely a negative process 
whereby various tests are given the applicant to determine his fitness. 
Each selection aid rejects a certain number of applicants. Those ap-
plicants not rejected by the Personal Factor Form are not automatically 
hired; they must still be interviewed and investigated. 
*19, P• .519 
** 18, P• 23.5 
The regular application should still be used. First, the 
additional information is needed for the employer's records and further 
checking of the applicant. Secondly, it is needed for further study of 
otner personal factors which might be of value in determining tne un-
stable applicant. 
It must be remembered that each study tnat has been made of 
the personal factors of tne applicant are peculiar only to the company 
in which the investigation is made. Certain intangible factors within 
the company determine largely tne type of employee they are able to 
retain. 
The results obtained from this study were in some cases about 
what was expected but in other cases extremely surprising. Tne study 
should be of value to the compacy being surveyed. I hope the findings 
of this thesis will instigate otners to make a similar survey in their 
own company. The results will be valuable. 
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